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SUMMARY
The aim of the research was to develop a psycho-educational programme for
team coaches to facilitate the mental health of managers.
Preventing managerial degeneration has become a corporate priority. Without
support and intervention, executives and managers can degenerate personally or
derail career-wise at enormous cost to themselves, their companies and the
economy. Personal degeneration may include self-neglect, ignoring families,
marriages, friends, personal interests and their own physical and mental health
as they chase their corporate and career objectives. Business managers are
subjected to more pressure than ever to produce results, yet they are often
promoted through job specific expertise without the emotional intelligence and
work-life balance skills necessary to sustain them.
Research has revealed an across the board consensus that coaching is one of
the most powerful strategic and tactical weapons open to business today
because of its ability to enhance areas of proficiency that are already high and to
establish skills that were previously absent or weak. Business coaching provides
the gateway to intellectual and emotional support and develops managers, thus
avoiding managerial derailment and preparing individuals to meet the
increasingly complex requirements of today’s business environment.
Business and team coaching is distinct from other types of coaching and calls for
additional competencies and expertise as specialisation areas. The coaching
industry in Southern Africa is in its infancy and as such there are currently no
barriers to entry. There is a lack of descriptive and accepted standards, agreed
upon core competencies and accredited team coaching programmes that offer
depth in terms of knowledge, skills, values and business acumen.
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In light of the above challenges the following research question arose:
· What should a programme for team coaches consist of in order to facilitate
the mental health of managers?
A qualitative, explorative, descriptive and contextual research design was
followed including autoethnography as a strategy. The research took place in four
phases.
Phase 1: A situation analysis was done in order to explore and describe what a
programme for team coaches should consist of in order to facilitate the mental
health of managers. This involved the identification of key stakeholders. Focus
groups and interviews were conducted and individual naïve sketches collected
from individuals who were are not available for interviews. A literature control was
conducted in order to verify findings.
Phase 2: Based on the abovementioned results, the research progressed to
phase two, which involved the development of a programme. During this phase a
conceptual framework was described that included an approach to the
programme.
Phase 3: This phase presented a description of the programme as well as
guidelines for the implementation of the programme.
Phase 4: The programme was evaluated and possible limitations were
highlighted. Recommendations regarding possible further research were made.
The researcher believes that business and team coaching will continue to thrive
and gain increased status as a profession. With an empirically sound programme
in place, business and team coaching is set to flourish and managers have a
means to manage and maintain optimum mental health.
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OPSOMMING
Die doel van hierdie navorsing was die ontwikkeling van ‘n psigo-opvoedkundige
program vir span besigheids afrigters om die geestes gesondheid van
bestuurders te fasiliteer.
Die vookoming van bestuurs degenerasie is tans ‘n korporatiewe prioriteit.
Sonder ondersteuning en interwensie kan bestuurders en uitvoerende
amptenaars op ‘n persoonlike vlak degenereer sowel as loopbaansgewys
ontspoor teen ‘n ontsaglike koste aan hulself, hul maatskappye en die ekonomie.
Persoonlike degenerasie sluit persoonlike, familie, huweliks en vriendekring
verwaarlosing in. Hul kan algemene belangstellings verwaarloos asook fisieke en
geestes gesondheid in ‘n strewe na hul korporatiewe doelwitte. Besigheids
bestuurders word blootgestel aan meer druk as ooit tevore om goeie resultate op
te lewer. Hulle word gereeld bevorder as gevolg van spesifieke werks
vaardighede sonder die emosionele inteligensie en werk-leef balans om hulle by
te staan.
Navorsing toon ‘n algemene eenstemmigheid dat besigheids afrigting een van
die invloedrykste strategies- en taktiese wapens tot die beskikking van sakelui is
omrede dit bekwaamheids gebiede wat reeds bestaan verhoog of versterk en
gebiede wat nie bestaan nie mee bring. Besigheids afrigting bied ‘n ingang tot
intellektuele en emosionele ondersteuning en ontwikkel bestuurders. Dus word
ontspooring vermy en individue word voorberei om die toenemend ingewikkelde
vereistes van hedendaagse besigheids omstandighede tegemoet te kom.
Besigheids en span afrigting word onderskei van enige ander vorm van afrigting
en vereis addisionele vaardighede en kundighede as spesialiteits gebiede. Die
besigheids afrigting industrie in Suidelike Afrika is in sy jeug en as gevolg
daarvan is daar tans geen toegangs vereistes nie. Daar is ‘n gebrek aan
beskryfde en aanvaarde standaarde,  kern bevoegdhede en geakrediteerde span
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afrigtings programme wat diepte bied in terme van kennis, vaardihede en
bevoegdhede, waardes en besigheids insig. As gevolg hiervan het die volgende
navorsings vraag opgekom:
· Waaruit behoort ‘n program vir span besigheids afrigters te bestaan om
die geestes gesondheid van bestuurders te fasiliteer.
‘n Kwalitatiewe, eksploratatiewe, beskrywende en gekontekstualiseerde
navorsings ontwerp was gevolg en outoetnografie was as ‘n strategie ingesluit.
Die navorsing het in vier fases plaasgevind.
Fase 1: ‘n Situasie analiese is gedoen om te eksploreer en te beskryf waaruit ‘n
program vir span besigheids afrigters behoort te bestaan om die geestes
gesondheid van bestuurders te fasiliteer. Dit het die identifikasie van sleutel
aandeelhouers ingesluit. Fokus groepe en onderhoude is uitgevoer sowel as
individue wat nie kon bywoon nie het naïef-sketse ingedien. ‘n Literatuur kontrole
was gedoen om bevindings te bevestig.
Fase 2: Die ontwikkeling van ‘n program het plaasgevind in fase twee gebaseer
op die navorsing in fase een se resultate/bevindings. Gedurende hierdie fase
was ‘n konseptuele  raamwerk tot die benadering vir die program beskryf.
Fase 3: Hierdie fase beskryf die program en die riglyne vir die implementasie van
die program.
Fase 4: Die program is geevalueer en moontlike tekortkominge is uitgewys.
Voorstelle vir moontlike toekomstige navorsing is gemaak.
Die navorser glo dat besigheid en span afrigting sal groei en vooruitgaan en al
hoe meer status as ‘n volwaardige professie geniet. Met ‘n empieriese gegronde
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program in plek sal besigheids en span afrigting floreer en bestuurders sal
optimale geestes gesondheid kan ervaar.
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If you’ve come to help me, you’re wasting your time.
But if you’ve come because your liberation is bound up with mine, then let
us work together
~Lilla Watson, Aboriginal educator and activist
(in Wadsworth, 1997:17)
RATIONALE AND OVERVIEW OF THE RESEARCH
1.1 INTRODUCTION
I am a nurse by profession. Two days after qualifying I was assigned to manage
a ward of thirty patients and numerous staff, not because I was necessarily
competent or had any experience, but by default. There simply wasn’t any one
else to do it. You see, life does not tolerate gaps. The anxiety, fear of making
mistakes, frustration that result form inexperience, pressure and need for support
remained a constant companion. As my career moved into the realms of the
corporate world, I met and dealt with many managers within different industries
who shared my experience as we fought to keep a shimmer of mental health,
balance and regeneration.
Preventing managerial degeneration has become a corporate priority. People are
the business and its people, not processes, which contribute to the success or
failure of organisations (Zues & Skiffington, 2000:38). Van Jaarsveld (2004:26)
warns that without support and intervention, executives and managers can
degenerate personally or derail career wise at enormous cost to themselves,
their companies and the economy. Personal degeneration may include self-
neglect, ignoring families, marriages, friends, personal interests and their own
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physical and mental health as they chase their corporate and career objectives.
Business managers are subjected to more pressure than ever to produce results,
yet they are often promoted through job specific expertise without the emotional
intelligence and work-life balance skills necessary to sustain them (Van
Jaarsveld, 2004:26; Sherman & Freas, 2004:84; Minor, 1999:ix). O’
Shaughnessy (2001:194) expresses the view that the higher up the skills
hierarchy one goes, the more important marginal improvements in performance
become.
Developing management is at the heart of Southern African progress (Tuck,
2004/5:130). There are unique pressures in Southern Africa. The coming
together of different cultures in the workplace and the number of unskilled,
untrained people who need to be developed quickly are most urgent. There is the
huge challenge of Acquired Immuno Deficiency Syndrome (AIDS) and the
pressure to perform in the context of globalisation (Rostron, 2003:7).
Fortunately, companies are beginning to realise that executives and managers
with years of training are a scarce resource and newly promoted managers
needs to be developed and nurtured. Their ongoing well-being and development
are critical strategic concerns. Managerial self-neglect and derailment is not only
a personal tragedy but also a waste of talent and organisational investment in
time, money and human capital.
It is at this point that coaching enters the arena. The person usually credited with
establishing coaching as a professional discipline is accountant, Thomas
Leonard, Naughton (2002:30). Coaching has become a popular, mainstream way
to develop individuals, executives, managers, leaders and organisations. It is
fundamentally the human nature of coaching that makes it work (Sherman &
Freas, 2004:85). Research has revealed an across the board consensus that
coaching is one of the most powerful strategic and tactical weapons open to
business today because of its ability to enhance areas of proficiency that are
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already high and to establish skills that were previously absent or weak
(O’Shaughnessy, 2001:195; Thach, 2002:205; Bowerman & Collins, 1999:293;
King & Eaton, 1999:149; Piasecka, 2001:69; Redshaw, 2000:108). Coaching is a
form of active learning that transfers essential communication and relationship
skills and integrates personal development and organisational skills.
Coaching derives many of its principles from psychology, especially sport
psychology and education (Zues & Skiffington, 2000:4, 37). Although the
principles of coaching are not new coaching is relatively new to the world of
business. Before the 1980’s coaching was unheard of in the business context
(Vaida, 2005:¶3). Business coaching has emerged as a crucial activity to support
individual and team development and performance. It provides new direction in
customer satisfaction, productivity and overall organisational effectiveness
(T?nsing, 2003:26).
In spite of its short history business coaching is predicted to be one of the growth
businesses of the first decade of this millennium (King & Eaton, 1999:145).
Hamlyn (2004:28) describes business coaching as a service offering that is most
appropriately directed at people in business that have a desire to successfully
drive and initiate an environment of sustainable business for tomorrow. Business
coaching provides the gateway to intellectual and emotional support and develop
managers, thus avoiding managerial derailment and preparing individuals to
meet the increasingly complex requirements of today’s business environment
(Van Jaarsveld, 2004:27; O’Flaherty & Everson in Vaida, 2005¶5).
Rostron (2003:5) explains the strong link between business results and emotional
intelligence (defined as self-awareness, self-management, social awareness and
social skill). The importance of emotional intelligence in business is reiterated by
Sherman and Freas (2004:84). Coaching assists in the acquisition and
improvement of emotional intelligence skills that lead to improved organisational
performance. According to Pam Moore (in Vaida, 2005¶8) it has become
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common practice in the United States for senior managers and executives to
have a business coach and a therapist. The underlying philosophy is that high
pressured leadership should make use of as much specialised help as possible
to ensure that they operate at maximum potential.
While a substantial part of business coaching involves one-on-one coaching, the
need for team coaching is increasing as world-class business organisations shifts
from I to we. According to Tompkins (1995:136) world-class organisations will not
think in terms of individuals but will focus on teams. Teams have thus become
one of the key building blocks of the modern organisation (McBain, 2000:19).
Zues and Skiffington (2000:130) are of the opinion that team coaching is more
cost and time effective than individual coaching. The law of significance states
that you can not do anything significant alone, (Maxwell, 2001:4). Even Albert
Einstein, the scientist who radically changed the world with his theory of relativity,
once remarked: “Many times a day I realise how much my own outer and inner
life is built upon the labours of my fellow men, both living and dead, and how
earnestly I must exert myself in order to give in return as much as I have
received.” Teams have synergy, collective resources and ideas. Team coaching
promotes a culture of development within an organisation and aligns individuals
to collective goals. High performing teams in a high performing culture is an
imperative in the current marketplace that is progressing towards world-class
standards.
1.2 RATIONALE
There are numerous unique challenges facing team coaching for managers in
Southern Africa. One challenge is that Southern Africa is a crucible of multi-
cultures, made up of a high number of people who are untrained and unskilled
within the business environment who need to be developed (Rostron, 2003:7). In
the past, those who have arrived in management positions had spent years being
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groomed and trained, assimilating the unwritten rules, absorbing the politics,
establishing networks of contacts and adjusting to changing power balances
(Hillary, 2003:10).
A new category of manager now emerges. One who is often fast-tracked and
unschooled in the unspoken, unwritten codes of conduct, with expectations
unmatched with the harsh reality of the business environment (Rothgiesser,
2004:52). They are often naïve, ambitious and hopeful but also fearful of making
mistakes and being found wanting. This leads to needless distress, hurt and
frustration leading to slow personal growth and development.
Another challenge in terms of the coaching profession is that business and team
coaching is distinct from other types of coaching and calls for additional
competencies and expertise as specialisation areas (King & Eaton, 1999:148;
Zues & Skiffington, 2000:55; Hudson, 1999:51). Auerbach (2005a:1) claims that it
is the concept of identifying and developing particular competencies that lead our
clients to make outstanding progress. This is the root of an effective coach
training programme. In the International Coaching Federation’s (ICF) report on
“The Future of Coaching” the current standards of coaching competence and
skills has come under scrutiny. This has been placed at the top of the ICF’s
strategic planning priorities on an international level. The organisation
emphasises that coaching competence and skill sets, need to be tied to serious
academic research (Auerbach 2005b:1).
1.3 PROBLEM STATEMENT
It is a sunny autumn day as I step into the ultra modern setting where my six day
training programme as an advanced coach is to take place. A large round table
comfortably seats the ten delegates present. Water decanters are filled to the
brim and our coaching files are neatly placed on each place setting. I am always
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happy to meet new faces and this time is no different. It is however reassuring to
have a friend and colleague embarking on this journey with me.
Our host, a master coach, introduces himself. He speaks about his past
experiences in different industries as well as his family. He vaguely mentions
being a pastoral counsellor and his feelings concerning counselling. Now it is our
turn. Our group members come from a wide variety of backgrounds. Introductions
begin with a retrenched engineer, an entrepreneur in the diet-product industry, a
retired minister and a young and upcoming gentleman practicing as an image
consultant. Then a minister with a business focus in his ministry, a lady without
any specific academic background with several interests in a number of business
ventures, an unassuming lady who doesn’t say much about herself and a social
worker with a number of years experience in non-governmental organisations.
My colleague and I both have backgrounds in Psychiatric Nursing Science and
are currently involved in team coaching with managers in various industries.
As members share information about themselves, their motivation for entering
the field of coaching becomes clear. Some view it as a legitimate career move.
For others the prospect of great financial gains is attractive. But mostly it seems
to be people who are disillusioned or burnt out in their current occupation or
profession.
As I listen to each member introducing him/herself, I am curious as to what the
entry requirements for this advanced coaching course are. I assumed that since
I have a Master’s Degree in a humanities field, this would be the case with
others. It clearly is not. I become concerned as to how the master coach would
be going about getting everyone on the same page regarding the basics of
working with people. To me the basics are interpersonal skills, communication
skills, human behaviour and psychology. As I page through the supplied file I am
shocked to find that although the competencies are listed (internet pages drawn
from an international federation) there is little information as to what each
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competency consists of and even less as to how to achieve any particular
competency. We are instructed to read through the ethical considerations in our
own time. We spend almost no time on the issue of confidentiality.
Next we discuss the differences between coaching, counselling, mentoring and
therapy. Therapy is definitely not a personal favourite of the master coach. I
move uncomfortably in my chair. While I appreciate the fact that there is a shift in
focus between coaching and therapy, I believe that each field contributes to the
coaching profession in its own right.
Our master coach demonstrates a tool we could utilise when assessing an
individual. He also demonstrates a model that could be used in plotting the way
forward. Other strategies include how to deal with excuses and the rest of the
manual consists of questionnaires that could be utilised during coaching
sessions. Team coaching is mentioned as a category of coaching but is not
addressed during the training.
There are no requirements in terms of practical hours for the course. So on
completion of the assignments and a single one-on-one assessment, you are
deemed competent. Should you wish to pursue international accreditation you
are required to produce evidence of 750 logged hours. My concern reaches new
heights as I think of the 960 practical hours that were required before I could
register as an Advance Psychiatric Nurse Practitioner.
As I turn to literature I become aware that this situation is not unique to Southern
Africa. Hudson (1999:47) indicates that coaching is not a college major, nor is it a
programme in professional schools. Sherman and Freas (2004:84) remarks in
the Harvard Business review that “barriers to entry are non-existent. At best, the
coaching certification offered by various self-appointed bodies is difficult to
assess, while methods of measuring return on investment are questionable.”
Bluckert (2004:53) adds that not only are there no real barriers to entry but
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comments on the breadth of backgrounds from which coaches are coming.
These include retiring executives, academics, trainers, engineers, senior police
officers, teachers, psychologists, councillors, psychotherapists and sport
coaches. Naughton (2002:32) believes that most international coaching
programmes and imitations don’t give students sufficient grounding in
developmental psychology, interviewing techniques and other elements basic to
sound therapy.
In an alarming number of situations, executive coaches who lack rigorous
psychological training do more harm than good (Berglas, 2002:87). Lupberger (in
Naughton, 2002:32) agrees that intellectual vacuity is prevalent in the field.
Locally, professional executive business coaches such as Italia Boninelli (in
Hamlyn, 2004:29) states that a number of individuals who profess to be coaches
have little practical expertise in business and even less insight into any of the
theoretical people skills. Van der Sandt (2004:27) remarks that the low barrier to
entry and the limited number of institutions that provide coaching in South Africa
will impact negatively on the quality of coaching provided. During an interview,
David Rock, thought to be the leader in global coaching, commented that
“building a team of quality, screened coaches” is both a global and local
imperative (Hosking, 2005:9).
Coaching may be a young profession and in its infancy in Southern Africa but we
can no longer afford to send people into the field as advanced business coaches
without clear barriers to entry, descriptive and accepted standards, agreed upon
core competencies and accredited programmes that offer depth in terms of
knowledge, skills and values. Coaching cannot afford to be governed only by the
discipline of the market. If we succeed in producing credible team coaches we
will be an example to the rest of the world on how to work with credibility in a
challenging crucible.
In light of the above challenges the following research question arose:
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§ What should a programme for team coaches consist of in order to
facilitate the mental health of managers?
1.4 OBJECTIVES OF THE RESEARCH
The overall objective of this research is to developing a programme for team
coaches to facilitate the mental health of managers. In order to achieve this
objective the study has been divided into four phases.
Phase 1:  A situation analysis is done in order to explore and describe what a
programme for team coaches should consist of in order to facilitate the mental
health of managers. This involves the identification of key stakeholders.
Stakeholders include team coaches meeting the sampling criteria, CEO’s of
organisations who currently make use of the services of team coaches and
managers who are currently in team coaching. Focus groups and interviews will
be conducted and individual naïve sketches will be collected from individuals who
are not available for interviews. Field notes and observations will be noted and
data analysed. A literature control will be conducted in order to verify findings (the
process will be discussed in detail in chapter two). The results of phase one will
form the foundation for phase two, namely the programme development.
Phase 2: Programme development consists of two phases: the thorough
description of a conceptual framework and a description of the approach to the
programme. A comprehensive description of the research method is given in
chapter two.
Phase 3: This phase presents a description of the programme as well as
guidelines for the implementation of the programme.
Phase 4: The programme is evaluated and possible limitations are highlighted.
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1.5 PARADIGMATIC PERSPECTIVE
A paradigm can be defined as a set of basic beliefs and represents a worldview.
To me it defines the nature of the world, my place in it and the range of possible
relationships to this world and its parts (Denzin & Lincoln, 1994:107).
1.5.1 Metatheoretical assumptions
In this research I accept the Theory for Health Promotion in Nursing of the Rand
Afrikaans University (Rand Afrikaans University, 2002:4). This theory is based on
a Christian approach and aims to promote the health of the individual, family,
group and community.
Both the coach and coachee are whole people who function in an integrated and
interactive manner with their internal and external environments.
The coach and coachee’s internal environment consists of three dimensions:
body, mind and spirit. Body includes all physical structures and biological
processes. Mind, also known as psyche refers to all intellectual, emotional and
volition processes of the coach. The intellect includes the competence and
quality of psychological processes of thinking, association, analysis and
understanding. The emotions of the coach and coachee are a complex state and
include affection, desires and feelings. Volition refers to the process of decision-
making in the carrying out of choices. Spirit is the aspect of the coach and
coachee that reflects his/her relationship with God and consists of two
interrelated and integrated components namely relationships and conscience.
The external environment consists of physical, social and spiritual dimensions.
The physical environment of the coach and coachee includes physical and
chemical structures. The social dimension refers to the human resources in the
external environment of the coach. The spiritual dimension refers to the religious
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aspects of the environment. The coach and coachee are in constant interaction
with both their internal and external environments.
1.5.2 Theoretical assumptions
The theoretical assumption of this research is firstly guided by the Theory for
Health Promotion in Nursing (Rand Afrikaans University, 2002:4).
As mentioned in the paradigmatic perspective the coach and coachee is a whole
person and functions in an integrated, interactive manner with his/her internal
and external environment.
The coach is a sensitive professional who demonstrates knowledge, skills and
values to facilitate the promotion of health.
Health is an interactive dynamic process in the coach and coachee’s
environment. The relative status of health is reflected by the interaction in their
environments. This research focuses on mental health. Promotion of health
implies the mobilisation of resources.
Resources could include individual, societal or professional resources. Individual
resources include financial resources, cognitive styles, intellectual abilities, life
circumstances and educational preparation. Societal resources include people,
circumstances, materials, space and funds. Professional resources refer to the
collective membership of different disciplines (Chinn & Jacobs, 1987:58).
Secondly, Garbers’ (1972:5) Educational Model of Development is used as the
theoretical point of departure. The model emphasises three important aspects in
education namely time-space perspective, relationship with the self and
relationship with others. These aspects will be briefly described.
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Time-space perspective
Garbers (1972:10) states that Linschoten eloquently put it that no deed, no word
and no expression in the human life falls from the air. It has a pre-history, a time
of development and a horizon of the future. Against this background every
person has a future orientation within the context in which he finds himself.
Individuals seek a future purpose which is determined by the me, who I am and
my character. The psycho-educationalist or coach should not force his/her own
will upon an individual during the facilitative process but should guide each
person towards attaining uniqueness. If we are able to live in the now with an eye
on the future while using our past experience for learning, we have a strategy for
our use of time (Hall & Duval, 2003:239). Frankl (1959:121, 133) states that
man’s search for meaning is the primary motivation in his life. This meaning is
unique and specific. It is ever changing, but never ceases to be.
Relationship with self
Hall and Duval (2003:204) refers to self as: “not a thing or entity, the self is a
process. We are ever becoming more than we are. The self is a narrative
construction and so is always open to flux and change”. The role of the psycho-
educationalist or coach is firstly to help the individual develop a relationship with
the self. Secondly to facilitate the organisation, control and providing of meaning
of each individual’s life (Garbers, 1972:16). Self-discovery is important. The
psycho-educationalist or coach must realise that each individual is unique and
must be helped to realise and live his or her unique potential.
Relationship with others
People do not stand alone and others have an impact on our education and
development. Hall and Duval (2003:252) mentions that we are social animals and
form groups to develop our special form of consciousness. We inevitably define
Cl
ick
 to
 bu
y N
OW
!
PD
F-XCHANGE
w
ww.docu-track
.co
m C
lic
k t
o b
uy
 N
OW
!
PD
F-XCHANGE
w
ww.docu-track
.co
m
ourselves by the reflection we see of ourselves in the eyes of those around us.
These social relationships also enter our conceptual understanding of groups,
competition and cooperation, power and submission, leadership and fellowship
and risk taking. From our experience with others we create a social panorama.
People are formed by others’ involvement in their lives. Garbers (1972:16) writes
that the psycho-educationalist or coach also stands in a relationship with the
individual. There is a positive, accepting climate but also a dependent
relationship. The psycho-educationalist or coach is there to facilitate change
through appreciation, enquiry and cooperation.
Taking into account people’s uniqueness, the psycho-educationalist or coach
should guide the individual to find his or her place in society, to understand and
develop the skills needed to stand in a relationship with others. Maxwell and
Dornan (1997:108) write: “Everybody needs friendship, encouragement and help.
What people can accomplish by themselves is almost nothing compared to their
potential when working with others.”
1.5.2.1 Definitions
Programme
Programme is the preferred term in adult education that refers to the total
educational offering including the content envisioned for a group of learners,
usually in a particular sequence and with accompanying activities (Merriam &
Brockett, 1997:16).
Management
Management refers to employees whose major collective duties involve providing
direction to other employees. Their responsibilities would include directing the
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work of an organisational unit as well as accountability for the success of specific
functions. (Collins Concise Dictionary; American Society for Quality-ASQ).
Team
A Team is a special designation awarded to a group of people with
complimentary skills, who feel energised by their ability to work together, have
shared goals, are fully committed to a high level of output, and where the need
for a high level of relationship is required. (Glaser & Glaser, 1994:2; Downey,
1999:102; Whitmore, 2003:145).
Coaching
Coaching is an ongoing relationship that facilitates change, growth and personal
development of another and consequently improves the effectiveness of an
organisation. Coaching uses a process of inquiry and personal discovery to build
increased levels of awareness and responsibility and provides the client with
structure, support and feedback. Effective coaching requires and emphasis on
both task and relationship (Downey, 1999:15; Kilburg, 1996:136; Huczynski,
2001:5; Tracey, 1998:44; Hargrove, 2003:15; Hall & Duval, 2004:4; Hillary,
2003:10; International Coaching Federation; Dilts, 2003:33).
Coaching is not psychotherapy but it does use techniques derived from Clinical
Psychology. The main difference between coaching and therapy are:
§ Coaching deals with people who are functional. People come to coaching
not necessarily because they have a problem; they simply want to improve
their performance.
§ The focus of coaching is on finding solutions. It is future orientated.
§ Coaching does not deal with clinical issues such as depression, these are
referred.
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Coaching is indebted to training but is not training. Training is about teaching
particular skills. Coaching looks at a wider range of work and life issues, it
provides feedback and ongoing support.
Coaching is not mentoring. A mentor is usually an expert in a particular field. The
coach is not necessarily an expert in the field of influence of the client. He or she
will work with the client to identify and reach significant targets and goals (Grant
& Greene, 2004:18, 19).
Mental Health
Mental health refers to the successful performance of mental function, resulting in
productive activities, fulfilling relationships with other people, and the ability to
adapt to change, cope with adversity and successfully contribute to a community
or society (United States Public Health Service, 1999:¶3).
1.5.3 Methodological assumptions
Botes’ model (in Rand Afrikaans University: Department of Nursing, 2002:9) for
research in nursing will be utilised as the methodological point of departure. The
model presents the activities of nursing/coaching on three levels.
The first level is nursing/coaching practice. The practice serves as the primary
source of research themes.
The second level represents the theory of coaching and research methodology.
The purpose of coaching and research can be stated as functional by nature in
that knowledge, which is generated by research, is applied in coaching practice.
Therefore the knowledge generated by this study will be utilised in firstly
describing core team coaching competencies and secondly developing a training
programme for coaches to facilitate the mental health and development of
management.
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The third level represents the paradigmatic perspective. I accept the Theory for
Health Promotion in Nursing as the paradigmatic perspective (Rand Afrikaans
University, 2002:4).
1.6 RESEARCH DESIGN
A qualitative, descriptive, exploratory and contextual design will be utilised
(Mouton, 1996:102). This research design will be discussed in greater depth in
Chapter Two.
1.7 RESEARCH METHOD
Delivering programmes to adults typically involves making decisions about what
to offer, how to offer it and how to evaluate it (Merriam & Brockett, 1997:120).
This research has therefore been divided into four phases.
Phase 1: In order to make a decision on what to offer, a situation analysis is done
to explore and describe what a programme for team coaches should consist of in
order to facilitate the mental health of managers. This involves the identification
of key stakeholders. Stakeholders include team coaches meeting the sampling
criteria. Chief Executive Officers (CEO’s) of organisations who currently make
use of the services of team coaches and managers who are currently in team
coaching. Focus groups and interviews will be conducted and individual naïve
sketches will be collected from individuals who are not available for interviews.
Field notes and observations will be noted and data analysed. A literature control
will be conducted in order to verify findings. The results of phase one form the
foundation of phase two, namely the programme development.
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Population and sample
The target population is identified firstly as coaches who have experience in team
coaching. Within this context experience refers to “the accumulation of
knowledge or skill that results from direct participation in events or activities”
(Collins Concise Dictionary, 1995). Secondly the population includes, as a
“critical reference group” (Wadsworth, 1997:12), Chief Executive Officers who
make use of the services of team coaches for performance and thirdly, managers
who are currently in team coaching. Purposive sampling (Strydom & De Vos,
1998:198) will be used in order to ensure that specific elements are included in
the sample. This approach employs a high degree of selectivity.
Sampling criteria
These criteria will be discussed fully in Chapter Two.
Data collection
Data will be collected by means of focus group interviews utilising brainstorming
as a creative decision making technique, individual interviews and naïve
sketches.
Data analysis
Recorded interviews will be transcribed and analysed using the descriptive
analysis technique by Tesch (in Creswell, 1994:155-156).
Literature control
Findings of this research will be verified through a literature control in order to
highlight similarities and differences from other similar research.
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Phase 2: Data generated in phase one will serve as the basis for developing
a programme for team coaches to facilitate the mental health of managers.
Programme development consists of two phases. Firstly the thorough description
of a conceptual framework which includes the context, the role players and the
purpose of the programme is given. Secondly a description of the approach to
the programme is provided.
Phase 3: This phase presents a description of the programme for team coaches
to facilitate the mental health of managers as well as guidelines for the
implementation of the programme.
Phase 4: The programme is presented on seminars for evaluation by colleagues
and academics that are knowledgeable in the field. The programme is also
presented to the critical reference group for evaluation. Recommendations are
considered and implemented.
1.7.1 Ethical measures
This research is guided by the ethical aspects according to Rand Afrikaans
University Standards (2001:1-4). The following aspects will be adhered to:
§ The right to privacy, confidentiality and anonymity will be ensured through
the following:
Privacy implies the element of personal privacy (de Vos, 1998:28). I will act with
sensitivity to matters of privacy through building rapport, being open and honest
and clarifying throughout the process of the research. The participant’s co-
operation will be respectfully requested and the significance of their participation
carefully explained. If refused, it will be accepted and respected. The participants
will have the right to decide when, where, to whom and to what extent his/her
attitude, beliefs and behaviour will be revealed. The research will be
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communicated in such a way that data cannot be linked to a specific participant.
No hidden apparatus such as cameras will be used.
Confidentiality indicates the handling of information in a confidential manner. All
data and information obtained will be treated as confidential. Only those directly
involved with gathering and analysing data will have access to the information.
The participants will be informed of the findings in an objective manner.
Information given by the participants is given anonymously. Participants will be
assured of anonymity in the covering letter as well as verbally before the
interviews.
§ The right to equality, justice, human dignity/life and protection against
harm will be ensured through the following:
Participants will be treated equally. No participant will be discriminated against on
the grounds of race, gender, socio-economic status or disability. I will refrain from
making value judgements.
Justice will be ensured through the use of fair methods of decision making, the
fair distribution of benefits to communities/society and the correction of wrongs.
The research will be planned and executed in a way, which will as far as possible
foster beneficence and exclude harm or exploitation of participants. The topic of
this research is not of a sensitive nature and I do not predict emotional or
physical harm. Should the participants experience any discomfort, it will be
attended to through discussions or debriefing if necessary. Participants have the
right to withdraw from the research should they experience discomfort.
§ The right to freedom of choice, expression and access to information will
be ensured through the following:
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Participants’ involvement is voluntary; they may withdraw or terminate
participation in the research at any stage without fear of prejudice.
Participants will be informed of the purpose of the research, methods and
procedures, recording of data, duration, nature of participation and the possible
advantages and benefits. Informed consent will be obtained from all participants.
The identity, affiliation and qualifications of the researcher will be made known.
Participants will be informed of how confidentiality and privacy will be
safeguarded in the cover letter and verbally during the data collection process.
The participants will have access to the research findings if they so wish.
§ The right of the community and the science community.
Quality of research will be ensured through the following: Adhering to the highest
standards of research planning, implementation and reporting. All efforts will be
made to remain neutral and unbiased through the bracketing of my own views
and experiences. The research will be done honesty and with integrity; no
evidence will be manipulated. Conclusions will be justified and findings will be
fully reported. The input of participants will be acknowledged.
Acceptable procedures and methods of science will be used.
1.7.2 Measures to ensure trustworthiness
Trustworthiness will be maintained by using strategies of credibility, applicability,
dependability and confirmability as described by Lincoln and Guba (1985:289-
331). Strategies to ensure trustworthiness are fully discussed in Chapter Two.
1.8 DIVISION OF CHAPTERS
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CHAPTER 1
RATIONALE AND OVERVIEW OF THE RESEARCH
CHAPTER 2
RESEARCH DESIGN, STRATEGY AND METHOD
CHAPTER 3
DISCUSSION OF RESULTS AND LITERATURE CONTROL
CHAPTER 4
CONCEPTUAL FRAMEWORK TO A PSYCHO-EDUCATIONAL PROGRAMME
FOR TEAM COACHES TO FACILITATE THE MENTAL HEALTH OF
MANAGERS
CHAPTER 5
DESCRIPTION OF A PSYCHO-EDUCATIONAL PROGRAMME FOR TEAM
COACHES TO FACILITATE THE MENTAL HEALTH OF MANAGERS
CHAPTER 6
GUIDELINES FOR IMPLEMENTING A PSYCHO-EDUCATIONAL
PROGRAMME FOR TEAM COACHES TO FACILITATE THE MENTAL HEALTH
OF MANAGERS
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EVALUATION OF RESEARCH, CONCLUSION, LIMITATIONS AND
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1.9 CONCLUSION
This chapter introduced the topic of coaching and its application in the prevention
of the derailment of management. The rationale and problem statement
described the problems managers are facing due to increased external pressures
to produce results. It also described the problem coaching as a young profession
is currently facing in Southern Africa with regards to the lack of entry criteria,
descriptive and accepted standards, agreed upon core competencies and
accredited team coaching programmes that offer depth in terms of knowledge,
skills, values and business acumen. This research aim is to explore and describe
a programme for team coaches to facilitate the mental health of managers. The
paradigmatic perspective as well as the research design and methods of the
research are described. Chapter two will elaborate on the design and methods.
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RESEARCH DESIGN, STRATEGY AND METHOD
2.1 INTRODUCTION
This research aims to develop a programme for team coaches to facilitate the
mental health of managers. A qualitative, descriptive, exploratory and contextual
design and autoethnographic strategy will be utilised in order to meet the above
mentioned objective. Data will be gathered by means of focus group interviews
utilising a brainstorming technique, individual interviews and naïve sketches. The
data analysis and literature control will serve as the basis for describing the
programme.
2.2 OBJECTIVES OF THE RESEARCH
The objective of this research is to developing a programme for team coaches to
facilitate the mental health of managers.
2.3 RESEARCH DESIGN, STRATEGY AND METHOD
2.3.1 Research Design
A research design is a plan for conducting a study that maximises control over
factors that could hinder the validity of the eventual results (Mouton, 1996:107 &
Burns & Grove, 1997:261). The design outlines the procedures used for
answering the research question (Chinn & Jacobs, 1987:162). In this study a
qualitative, descriptive, exploratory and contextual design will be utilised.
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2.3.1.1 Qualitative
According to Creswell (1994:255) qualitative research refers to an inquiry
process based on specific methods of inquiry that explores social or human
problems and understanding how things occur. A qualitative design will enable
me to build a complex and holistic picture through the analysis of words and the
reporting of the specific views of the participants. Straus & Corbin (1990:19)
claim that qualitative methods can provide intricate details that are difficult to
convey with other methods.
The qualitative design also allows for greater flexibility (Mouton, 1996:108), which
may be valuable as the actual operationalisation, although well planned, may
need to be adjusted. Nelson (in Denzin & Lincoln, 2000:7) explains that
qualitative research is an interdisciplinary, transdisciplinary and sometimes
counter-disciplinary field. This multiparadigmatic focus is ideally suited to the
multiparadigmatic nature of coaching.
2.3.1.2 Exploratory
The aim of exploratory research is to establish the facts, to gather new data, to
determine whether there are new patterns in the data and to gain new insights
into phenomenon (Mouton, 1996:103; de Vos, 1998:124). The aim of this
research is to explore, through the participation and experience of key
stakeholders, what a programme for team coaches should consist of in order to
facilitate the mental health of managers. As coaching is such a young profession
and team coaching so specialised, there is currently no published programme for
team coaches.
For an exploratory study to be successful, I need to be open to new ideas and
possibilities as they may arise. Mouton and Marais (1992:45) states that the
researcher may not have preconceived ideas or perceptions that may steer the
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study in a certain direction. As I have been active in the field of team coaching I
will bracket my ideas and perceptions through writing a naïve sketch. In doing so
I will lay aside what is known about the phenomenon being studied as I collect
data (Burns & Grove 1997:80; Parahoo, 1997:152, 391). This will be followed by
intuiting; looking at what is described and being aware.
2.3.1.3 Descriptive
Creswell (1994:145, 162) states that the data that materialises from a qualitative
study is descriptive in that the researcher is interested in process, meaning and
understanding. Descriptive refers the accurate portrayal of particular individuals
or real life situations (in words) for the purpose of discovering new meaning,
describing what exists and categorising information (Burns & Grove, 1997:29).
Descriptive knowledge includes data, facts, narratives and stories. People’s
perceptions or stories are the stuff of our understanding about what is going on
in a service or situation (Wadsworth, 1997:32).
This research will describe what the participants believe should form part of a
programme for team coaches in order to facilitate the mental health of managers.
Wadsworth (1997:44) comments that if we are questioning the value of current
practice in terms of “descriptions of a world”  about which we have strong intuitive
feelings (as I described in the problem statement), then this process takes us into
an open search for new and possibly better ways of doing things. This calls for a
process of thinking which is only rational in hindsight, and which challenges us to
articulate hunches, explore ideas and set of on a journey of discovery.
2.3.1.4 Contextual
The context involves situating the object of the study or phenomena of study
within its immediate setting (Creswell, 1994:62). It avoids the separation of
components from the larger context (de Vos, 1998:281), and is uniquely
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descriptive in that differences and distinguishing characteristics are described
(Rand Afrikaans University, 2002:12). According to Mouton (1996:133) in a
contextual strategy we study a phenomenon because of its intrinsic and
immediate contextual significance. It involves far more than the physical
environment. I am required to understand interviewing data and observations
obtained from participants, within the social meanings that form it. Words and
behaviour cannot merely be described, but must be understood as to why it takes
place and under what circumstances (Morse, 1994:162). The context of this
study is the coaching practice and the Southern African business and corporate
environment.
2.3.2 Autoethnographic strategy
Ellis and Bochner (in Denzin & Lincoln, 2000:739-748) describe autoethnography
as a form of writing and research that displays multiple layers of consciousness,
connecting personal with cultural. It is an attempt at practicing self-reflectivity on
the part of the researcher by having a closer look at one’s own longings and
belongings, with the familiarity that when viewed from a distance it changes one’s
perspective considerably. The lens moves back and forth, a wide lens outward of
a personal experience inward, thus exposing vulnerabilities, conflicts, choices
and values. It shows change over time to make sense of experience. The study
of personal experience is simultaneously focused in four directions: inward,
outward, backward and forward. By inward we mean our feelings, hopes,
reactions and moral dispositions. Outward refers to existential conditions or
environment. Backward and forward means temporality: past, present and future
(Denzin & Lincoln, 1994:417).
Text is used both as an agent of self-understanding and ethical discussion.
Strategies include introspection, personal experience and interactive
interviewing. According to the authors Ellis and Bochner (in Denzin & Lincoln,
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2000:739-748), personal narrative is both moral work and ethical practice and
ensures emotional reliability.
I will be utilising an autoethnographic strategy both as a means of bracketing my
own experience during data collection but later including my own experience as
part of the data.
2.4 ETHICAL MEASURES
This research is guided by the Ethical aspects according to Rand Afrikaans
University Standards (2001:1-4).
§ The right to privacy, confidentiality and anonymity will be ensured.
§ The right to equality, justice, human dignity and protection against harm
will be ensured.
§ Participants have the right to freedom of choice, expression and access to
information.
§ The right of the community and science community to quality research will
be adhered to.
For full description refer to Chapter One.
2.5 TRUSTWORTHINESS
In qualitative designs, validity and reliability are described through strategies for
trustworthiness. This study operationalises the strategies of credibility,
applicability, dependability and confirmability as described by Lincoln and Guba
(1985:289-331). These strategies are explained as follows:
2.5.1 Credibility
Credibility is about truth-value and truth in reality (Miles & Huberman, 1994:278;
Morse, 1994:105). According to Lincoln, et al. (1985:296) credibility refers to a
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two-fold task: to carry the research out in such a manner that the likelihood of the
findings being found credible is improved and secondly having the findings
approved by the constructors of the multiple realities studied.
Strategies for credibility for this study are described in Table 2.1.
2.5.2 Applicability
Applicability refers to the extent to which findings can be applied to other contexts
and settings (de Vos, 1998:349). The ability to generalise is not relevant to
qualitative research but rather describing the uniqueness of each situation,
context or experience. Lincoln, et al. (1985:297) refers to fittingness or
transferability as the standard against which applicability of qualitative data is
assessed. The research meets this standard when the findings fit into contexts
outside the study situation that are determined by the extent of goodness of fit
between the two contexts (de Vos, 1998:349). Lincoln, et al. (1985:298) also
notes that the responsibility of the original investigator ends in providing sufficient
descriptive data to make comparisons. He/she would have addressed the
problem of applicability if this is the case.
Strategies for applicability for this study are described in Table 2.1.
2.5.3 Dependability
During dependability the researcher attempts to account for changing conditions
to the phenomenon and changes in design created by the increasingly refined
understanding of the setting (Lincoln, et al.1985:299).
Strategies for dependability for this study are described in Table 2.1.
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2.5.4 Confirmability
Confirmability refers to the evaluation of the characteristics of the data and not
the researcher. It focuses on whether the results of the research could be
confirmed by another (Lincoln, et al.1985:300) and/or obtaining direct and
repeated affirmations of what the researcher has heard, seen or experienced with
respect to the phenomena (Morse, 1994:105).
Strategies for confirmability for this study are described in Table 2.1.
Table 2.1 Strategies for trustworthiness
STRATEGY CRITERIA APPLICABILITY
Credibility Prolonged engagement · Building trust through
honouring anonymity,
honesty and openness.
· Establish rapport through
spending time with the
participants before the
interview.
· Saturation of data.
Triangulation · Multiple methods of data
collection are used; focus
group interviews, individual
interviews, naïve sketches,
field notes and observation.
· Multiple populations as
stakeholders: Coaches,
CEO’s and managers on
different levels.
· Multiple investigators
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include 2 promoters and an
independent external co-
coder.
Peer debriefing · Discussion with peers
Member checking · Informal member checking
is done during interviews
through clarifying and
summarising during the
interview with the
respondent.
· Discussion with
respondents will provide
them with an opportunity to
add material, make
changes and offer
interpretations.
· Literature control
· Discussions with
colleagues will take place
as a form of member
checking.
Reflectivity · The researcher will make
use of a reflective journal
and field notes.
Authority of researcher · As the researcher, I have
completed a Doctoral
degree course in Research
Methodology.
· There are two promoters of
this study. Both have
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doctoral qualifications and
vast experience.
Transferability Dense description · Purposeful sampling is
used.
· The demographics of the
respondents are described.
· The results are described in
depth with direct quotations
from the interviews.
· The results are
recontextualised in the
literature.
Dependability Code – recoding
procedure
· All aspects of the research
are fully described. This
includes the methodology,
characteristics of sample
and process, and data
analysis.
· Data quality checks.
· Peer review.
Confirmability Triangulation · As described
2.6 REASONING STRATEGIES
According to Copi and Cohen (1996:3) reasoning refers to a special kind of
thinking in which problems are solved, inferences take place or conclusions are
drawn from premises. The data collection process generates large quantities of
information. One of the greatest requirements for dealing with all this information
is the development of reasoning strategies in order to get a grip on, manage and
make the information useful (Rossouw, 1993:5). The following reasoning
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strategies will be used in this research: Inductive, deductive, analysis and
synthesis.
2.6.1 Inductive
Copi and Cohen (1996:57, 61) indicates that arguments and reasoning are
traditionally divided into two different types, inductive and deductive. The core
difference between these two arguments lies in the strength of the claim that is
made about the relationship between the premise of the argument and its
conclusion. The inductive argument’s premise provides some support for the
conclusion, therefore the conclusion is claimed to follow on from the premise only
with some degree of probability. Approaching research inductively means that the
researcher approaches the field without a hypothesis or explicit framework. The
strength lies in a problem solving focus which increases the chances of problem
solving outcomes, or chance for improvement and identifying areas as important
(Wadsworth, 1997:53). This approach opens up the possibility for creativity and
innovation, both essential in developing a programme. The concept of inductive
reasoning is often applied in qualitative research (Strauss & Corbin, 1998:135).
2.6.2 Deductive
Deductive reasoning, as being distinct from inductive reasoning, consists of
drawing conclusions which we can be certain of. The deductive argument is valid
if its premises provide conclusive proof of its conclusion. The more we have to do
with deductive reasoning the less we have to do with vagaries and uncertainties
(Bandman & Bandman, 1988:184).
Interpretations are a form of deduction. Strauss and Corbin (1998:136) argues
that we deduce what is going on based on data but also based on our reading of
that data along with our assumptions about life, the literature we carry in our
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heads and the discussions that we have with our colleagues. By acknowledging
this we realise the human element in analysis and the potential for distortion.
Deduction as a reasoning strategy will be used in this research by interpreting the
data collected, identifying themes and categories and ultimately using the
conclusions to form the basis for developing the programme. The potential for
distortion will be countered by having an independent co-coder analysing the
data and a literature control.
2.6.3 Analysis
The word analysis comes from analyein which is Greek for "to break up." It is
often helpful to break a problem or a phenomenon into small pieces. If each
piece is considered independently, of the other pieces, one might have a better
chance of understanding each aspect or piece. From that, one might understand
the whole.
Data generated from the research question is analysed in order to promote
understanding and meaning and how each would fit in to the programme.
The evaluation of the programme for team coaches to facilitate the mental health
of managers is made possible through discussions with colleagues in the field
and the promoters.
2.6.4 Synthesis
The word synthesis is derived from the Greek words syn meaning “plus” and
thesis meaning “position”. It is commonly understood to be an integration of two
or more aspects or concepts which result in a new creation. Thus, answers
through putting aspects together to reach a higher level of truth (Answers). Morse
(1994:30) explains that synthesising is the “sifting” part of the analysis – the
weeding of insignificant from significant. As several cases, stories or patterns
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merge, a typical pattern emerges and critical points become evident. Synthesis
then pulls all the information together to form a whole, to make sense of and
explain relationships thereby forming a comprehensive picture (Kerlinger,
1986:97).
Synthesis is obtained in this research through identifying significant themes and
categories and combining these to form a comprehensive programme. For me,
the researcher, this is an exciting stage as answers to the research question
emerge.
2.7 RESEARCH METHOD
Delivering programmes to adults typically involves making decisions on what to
offer, how to offer it and how to evaluate it. The research will be conducted in four
phases:
1. Situation analysis
2. Programme development
3. Programme description and guidelines
4. Programme evaluation
Table 2.2 presents a diagrammatic description of the process of programme
development, from an inductive approach. Each step is then discussed.
Table 2.2 The process of an inductive approach to psycho-educational
programme development
PHASE DATA-COLLECTION DATA-ANALYSIS
1. Situation analysis · Inductive
· Autoethnography
· Focus groups
· Individual
Open coding
Cl
ick
 to
 bu
y N
OW
!
PD
F-XCHANGE
w
ww.docu-track
.co
m C
lic
k t
o b
uy
 N
OW
!
PD
F-XCHANGE
w
ww.docu-track
.co
m
interviews
· Naïve sketches
· Observation
· Field notes
2. Development · Conceptual
framework
deducted from the
results in phase
one and the
literature control.
· An approach to
the programme is
written
Synthesis
Deduction
3. Programme
description and
guidelines
· Reflection
· Consensus
discussions
· Self-evaluation
Open-coding
4. Programme evaluation · Critical reference
group evaluation
· Seminars
· Doctoral
committee
meetings
· Discussions with
research and
coaching
colleagues
· Recommendations
Synthesis audit
Critical evaluation
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2.7.1 Phase 1: Situation Analysis
Phase one consists of doing a situation analysis in order to explore and describe
what a programme for team coaches should consist of to facilitate the mental
health of managers. Piskurich (1993:35) states that an analysis is the basis for
everything that goes into – or equally as important – everything that doesn’t go
into a programme. It is the foundation on which you build your instruction and is a
mandatory part of the development process.
This phase involves the identification of key stakeholders. Stakeholders include
team coaches meeting the sampling criteria, Chief Executive Officers (CEO’s) of
organisations who currently make use of the services of team coaches and
managers who are currently in team coaching. Focus groups and interviews will
be conducted and individual naïve sketches will be collected from individuals who
are not available for interviews. Field notes and observations will be noted and
data analysed. A literature control will be conducted in order to verify findings.
2.7.1.1 Population and sample
Population refers to all the individuals that meet sample criteria for inclusion in a
study and sample refers to a subset of the population that is selected for a study
(Burns & Grove 1997:776, 779).
The target population is firstly identified as coaches who have experience in team
coaching within the business context or with managers. Within this context
experience refers to “the accumulation of knowledge or skill that results from
direct participation in events or activities,” (Collins Concise Dictionary, 1995).
Secondly CEO’s who make use of the services of team coaches and thirdly
managers who are in team coaching.
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Purposive sampling (de Vos, 1998:198) will be used in order to ensure that
specific elements are included in the sample. This approach employs a high
degree of selectivity. Rubin and Rubin (1995:68) state that qualitative interviews
frequently choose interviewees along social networks. In this case, I will be
including interviewees along social and professional networks.
The population of coaches who have experience in team coaching within the
business context or with managers are very limited in Southern Africa (probably
less than 15). The population is also scattered throughout the country. I will utilise
snowball sampling (de Vos, 1998:254), where one member of a group refers me
to another member/coach.
As the size of the population of coaches is small, I aim to use multiple methods of
data collection and strategies (autoethnography, focus groups, individual
interviews and naïve sketches) to obtain in-depth data from as many participants
as possible.
Key stakeholders such as CEO’s and managers are also included in the
population as a means of triangulation but also as a “critical reference group”.
Wadsworth (1997:12, 32, 33) uses this term when referring to a variety of groups
that services are for. This could include users, consumers, participants, clients or
communities. The “critical reference group” is the group whose members’ values
and practices stem from shared interests. They are therefore the source of the
most decisive critical questions and best solutions. It is this group that finally
judge and decide whether the services or actions “got it right” and if their needs
are being met. No other party or person can decide for the critical reference
group. The only way of knowing if I “got it right” is by reference to at least some
kind of expression of their will and experience. The closer one gets to the world
of the “critical reference group”, the greater the chances are of getting it right.
This kind of participatory research is not being advocated simply because it is a
nice democratic idea, but because it makes for good science.
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The input of the CEO’s in the development of this programme is of great
importance since they will ultimately employ or make use of the services of the
team coach. I need to know what they expect form the team coach as a
competent product of this programme. Managers are included because they are
the recipients of the programme. They have experienced team coaching and their
experience, be it positive or less positive, will give valuable insights into the
product that will be delivered through this programme.
Data will be collected until the sample has been saturated as evidenced by
repeating themes, (Poggenpoel, in Rossouw, 2000:157).
2.7.1.2 Sampling criteria
Sampling criteria list the characteristics essential for membership to the target
population (Burns & Grove, 1997:236). The criterion for inclusion for coaches in
this study is that the coach has team coaching experience within a
business/management context. The criterion for CEO’s is that they make use of
the services of team coaches for their management teams and for managers it is
that they have been involved in team coaching as managers.
2.7.1.3 Data Collection
Data collection is described under the following headings:
§ Focus groups
§ Individual Interviews
o Field notes
o Observational notes
o Theoretical notes
o Methodological notes
o Reflective notes
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§ Role of the researcher
§ Naïve sketches
2.7.1.3.a Focus groups
Krueger (1994:6) defines a focus group as a special type of group used as a
qualitative research tool that relies on carefully planned group discussion
designed to obtain perceptions and data on a defined area of interest determined
by the researcher.
The strengths of focus groups are that as the researcher, I am able to learn not
only what participants think, but why they think that way. Group discussion
uncovers the extent of consensus or diversity and its sources (Morgan, 1998:1).
Through focus group discussions I am able to pursue interpretive questions such
as “how and why”, and in doing so probe.
I will create a permissive environment that nurtures the different perceptions and
points of view through the selection of participants, establishing rapport, the
nature of the questioning and the establishment of focus group rules (Krueger,
1994:13).
2.7.1.3.a.i Brainstorming
The Brainstorming decision making technique is a creative way to generate new,
original, imaginative and useful ideas (Smit & Cronje, 1996:149, 150). The
purpose is to produce a large quantity of ideas from a variety of backgrounds. In
this research the coaches who participate vary in terms of their background
related to age, gender, race, education and experience. The CEO’s vary in terms
of their business industries which include hotels and resorts, retail, travel and real
estate. Managers vary in terms of the department they represent, age, gender
and education.
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All suggestions are made without critical comment. The matter for which ideas
are required is presented and all suggestions are recorded. I have made use of
MindManager Pro X5 as an interactive computerised programme that facilitates
the brainstorming process by integrating information and keeping everyone on
the same page. The research questions were given to participants before the
interviews. Generative conversations using brainstorming were then used during
the focus group. Participants later had the opportunity to bring ideas not address
during the focus group, to the table by means of sketches or notes.
2.7.1.3.b Individual Interviews
Qualitative interviewing is an intentional way of finding out how people feel and
what they think about their world as well as their experience of their world. In
these interviews specific topics are studied. During a semi-structured interview
the researcher wants specific information and does not impose a set of
categories. The researcher tries to understand the knowledge and insights of the
interviewee’s world (Rubin & Rubin, 1995:1-5).
Semi-structured interviews are well-suited for exploring phenomena and provide
an opportunity to probe for information as well as clarifying answers. It also lends
itself to increasing response rates by utilising both open-ended and closed
questions (Parahoo, 1997:296).
The question in this study is open-ended and allows the respondent the
opportunity to structure an answer in any of several dimensions (Krueger,
1994:57).
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2.7.1.3.b.i  Selection of participants
The rule for selecting focus group participants is commonality (Krueger,
1994:14). In this case all participant coaches have experience in team coaching
within the business/management context and the CEO’s of businesses make use
of the services of team coaches for their management teams. The commonality
for managers is that as managers they have been involved in team coaching.
2.7.1.3.b.ii  Establishing rapport
Establishing rapport and trust is essential in collecting quality data. I will
endeavour to establish rapport through an attitude of unconditional acceptance,
respect, empathy, honesty, openness and modesty (Poggenpoel, in Rossouw,
2000:154). I am not in a position of power or influence and I will encourage all
types of comments. For example:” There are no right or wrong answers, but
differing points of view.” Judgements are not made and I will be aware of any
body language that might communicate approval or disapproval (Krueger,
1994:13).
2.7.1.3.b.iii The nature of questioning:
Focus groups and interviews produce qualitative data that provide insight into the
attitudes, perceptions and opinions of participants. These results are solicited
through open-ended questions (Krueger, 1994:19). Participants are able to
choose the manner in which they respond.
The context of the questions will be established through introductory comments
regarding the background, aim and purpose of the study and the focus group.
The question posed to the coaches is:
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· What should a Team Coaching Programme consist of in order to
facilitate the mental health of managers?
The question posed to CEO’s and managers is:
· What are your expectations of a competent team coach?
Without communication there can be no interview. Communication skills required
are as follows:
2.7.1.3.b.iv  Responsive listening:
Responsive listening refers to the attending to verbal and non-verbal messages
(for example eye contact, body language, gestures and posture) and the
apparent and underlying thoughts and feelings of the interviewee. It implies
genuine understanding (empathy), acceptance and concern (Okun, 2002:69, 85)
and is essential to establish rapport.
The wise old owl sat on the oak,
The more he sat, the less he spoke.
The less he spoke the more he heard,
We should be like that wise old bird!
Okun (2002:81) elaborates on the following verbal responses:
2.7.1.3.b.v Minimal verbal response
Minimal verbal response indicates that the researcher is listening and following
what is being said. This could include head nodding or verbal cues such as “mm-
mm”,”yes” and “I see”.
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2.7.1.3.b.vi Probing
Probing is an open-ended attempt to obtain more information. I will probe in a
friendly, non-threatening and reassuring way. No value judgements are
expressed. Statements such as “tell me more” and “I’m wondering “can be used.
2.7.1.3.b.vii  Reflecting
Reflecting refers to the researcher’s understanding of the interviewee’s concerns
and perspectives. Reflecting could include feelings, non-verbal behaviour, what
has been omitted, emphasised and specific content. Examples that could be
used include” It sounds as if you are… ”, “you’re feeling… because… ”
2.7.1.3.b.viii  Clarifying
Clarifying is an attempt to focus on, or understand the basic nature of the
interviewee’s statement. “I’m confused about… ” or “Could you go over that
again?”
2.7.1.3.b.ix  Summarising
By summarising, the researcher synthesises what has been communicated and
highlights major themes (cognitive and affective).
2.7.1.3.b.x  Silence
I will use silence when applicable to give the respondent time to express
emotions, to reflect on an issue or to slow down the pace of the interview
(Cormier & Cormier, 1991:74).
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To finish a pilot study will be undertaken with coaches who meet the sampling
criteria to identify possible problems likely to occur and to develop strategies in
order to avoid further problems.
2.7.1.3.c Field notes
Field notes are written as soon as possible after interviews and observations.
Field notes are the backbone of collecting and analysing field data. These are
utilised as a memory tool. The construction of field notes is part of the
investigative process. The researcher constantly and actively takes mental notes.
Notes jotted down serve as a memory cue for a mental note. Key phrases,
quotes, easily forgotten details, ideas, impressions, personal feelings, emotional
reactions, conclusions, reflections, analytical ideas and inferences are jotted
down. These should not be censored (Bailey, 1995:80-85). Schatzman and
Strauss’s model (in de Vos, 1998:285) for note taking consists of three elements:
observational notes, theoretical notes and methodological notes.
2.7.1.3.c.i Observational notes
Observation and interviews go hand in hand (Parahoo, 1997:331) as it allows for
more complete understanding of what is being studied. Multiple methods reveal
different realities. Observational notes provide an account of what happened. The
researcher uses all his/her senses during observations. Cormier and Cormier
(1991:66-70) describe the senses as: physical surroundings, verbal responses
and non-verbal behaviours. Verbal responses include paralinguistic for example
voice level, pitch and fluency in speech while non-verbal behaviours include
kinesics such as eye contact, facial expression, mouth, shoulders, legs, feet and
total body. Schatzman and Strauss (1973:100) states: “The observational note is
the Who, What, When, Where and How of human behaviour.”
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2.7.1.3.c.ii  Theoretical notes
Theoretical notes aims to derive meaning from observational notes. The observer
thinks about the behaviour. He/she then infers, interprets, hypothesises and
relates observations to other behaviours. An attempt is made to identify patterns
that were frequently found in the course of the study. In this study an emic
approach is utilised in that the phenomenon is viewed from the coach’s point of
view (de Vos, 1998:286).
2.7.1.3.b.iii  Methodological notes
Schatzman and Strauss (1973:101) explain that methodological notes might be
considered as observational notes on the researcher him/herself and upon the
methodological process itself.
2.7.1.3.b.iv Reflective notes
Creswell (1994:152) describes reflective notes as an opportunity for the
researcher to record personal thoughts such as suppositions, feelings, problems,
ideas, intuition, impressions and biases. It provides me both an opportunity for
catharsis and maintaining contact with my own internal environment.
2.7.1.3.d  Role of the researcher
The researcher, in qualitative research, is the primary instrument of data
collection (Creswell, 1994:145). In order to prepare themselves they have to
engage in thorough self-examination as well as master interpersonal and
communication skills (de Vos, 1998:258). To this effect I have done a personal
naïve sketch to bracket my experience and to create awareness. I have
advanced interpersonal skills on a Master’s Degree level.
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2.7.1.3.e  Naïve sketches
A naïve sketch refers to a candid description such as an essay, short story or
notes (Giorgi, 1985:9). Naïve sketches will be used in this research where
participants are not able to attend focus groups, be interviewed one-on-one or as
supplementary notes. This is done for the purpose of triangulation and due to the
limited number of participants so as to include as many participants as possible.
2.7.1.4 Data Analysis
Denzin and Lincoln (1994:215) explains that the qualitative researcher uses
inductive analysis which means that categories, themes and patterns come from
the data. The categories that emerge from field notes, documents and interviews
are therefore not imposed prior to data collection.
Qualitative data analysis focuses on the following: The understanding rather than
the explaining of a phenomenon in a particular context or setting; accurately
keeping up with the concepts the respondents use to describe and understand
phenomena; constructing stories and accounts that retain internal meaning and
coherence of the phenomenon rather than breaking it into components and
conceptualising valid accounts of social life and phenomenon rather than
generalising explanations (Mouton, 1996:168).
Recorded focus group interviews, individual interviews and naïve sketches will be
transcribed and analysed using the descriptive analysis technique by Tesch (in
Creswell, 1994:155-156). Tesch’s approach proposes eight steps to engage a
researcher in a systematic process of analysing textual data:
1. The researcher obtains a sense of the whole by reading through the
transcriptions carefully. Ideas that come to mind may be jotted down.
Cl
ick
 to
 bu
y N
OW
!
PD
F-XCHANGE
w
ww.docu-track
.co
m C
lic
k t
o b
uy
 N
OW
!
PD
F-XCHANGE
w
ww.docu-track
.co
m
2. The researcher selects one interview, for example the shortest, top of the
pile or most interesting and goes through it asking:”What is this about?”
thinking about the underlying meaning in the information. Again any
thoughts coming to mind can be jotted down in the margin.
3. When the researcher has completed this task for several respondents, a
list is made of all the topics. Similar topics are clustered together and
formed into columns that might be arranged into major topics, unique
topics and leftovers.
4. The researcher now takes the list and returns to the data. The topics are
abbreviated as codes and the codes written next to the appropriate
segments of the text. The researcher tries out this preliminary organising
scheme to see whether new categories and codes emerge.
5. The researcher finds the most descriptive wording for the topics and turns
them into categories. The researcher endeavours to reduce the total list of
categories by grouping together topics that related to each other. Lines are
drawn between categories to show interrelationships.
6. The researcher makes a final decision on the abbreviations for each
category and alphabetises the codes.
7. The data belonging to each category is assembled in one place and a
preliminary analysis performed.
8. If necessary, existing data is recoded by the researcher.
A set of clean data is provided to an independent coder who has experience in
qualitative data analysis. After the independent coder and I have completed the
data analysis we will meet for a consensus discussion.
2.7.1.5 Literature Control
The literature control will provide a framework as well as a benchmark for
comparing and contrasting the results (or themes or categories) of this study with
other findings (Creswell, 1994:23).
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2.7.2 Phase 2: Programme development
Phase two involves the developing of a programme for team coaches to facilitate
the mental health of managers.
Programme development consists of two phases, the thorough description of a
conceptual framework and a description of the approach to the programme
(Poggenpoel & Myburgh, 2003).
2.7.2.1 Conceptual framework
A conceptual framework refers to the systematic structure of global ideas about
people, groups, situations and events of interest of this study (Fawcett, 1989:2).
The framework will aim to provide focus and relevance as well as providing a
method for organising thinking, observations and interpretations The conceptual
framework is inductively developed through the situation analysis during the first
phase of the study and is described according to the themes emerging from
the data analysis. Different concepts are synthesised to form a distinctive
perspective. Empirical data in the form of literature and intuitive insights are
creatively combined from several fields of enquiry, notably from the coaching
field, sport psychology, psychology and adult education during the process of
programme development.
2.7.2.2 Approach to the programme
An approach to the training programme for team coaches to facilitate the mental
health of managers will be generated from the conceptual framework.
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2.7.3 Phase 3: Programme description and guidelines
The programme description refers to a thorough description of the programme in
order to facilitate the implementation thereof. Guidelines for the Implementation
of the programme are also described. Although different phases of the research
method are described separately, they are not separate entities, but are
dynamically interwoven and form part of a greater process of the programme
development. There is a constant oscillation between the phases. As a research
instrument, I will also form part of this process.
2.7.4 Phase 4: Programme evaluation
“Programme evaluation is the process of delineating, obtaining and providing
useful information for judging decision alternatives; the basis and methods by
which data are collected and analysed to revise and improve overall operations
of programme” (Piskurich, 1993:327). Any evaluation commences with observing
a discrepancy between what is and an expectation. Therefore this research
started with evaluation and is thus justifiably fitting to end with evaluation.
Wadsworth (1997:31, 33) describes a good evaluation as doing justice to
everyone’s views and ideas, everyone who needed to have a say, and
everyone’s say was listened to. Evaluation that really does a good job will be that
which lead to new ways of doing things that really work in practice. It should be
illuminative and action orientated.
The programme as described in the research will be presented to a panel of
experts for discussion during a seminar. Recommendations and critique that
follow from the seminar will be considered and the necessary changes will be
made. The programme will also be taken to the coaches and critical reference
groups for their evaluation. “The generation of Good Ideas that come out of Good
Understandings is a sign that the evaluation has generated Good Practical
Theory” (Wadsworth, 1997:32).
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2.8      CONCLUSION
In chapter two a description of the research design, strategy and method was
given. Measures to ensure trustworthiness and ethical aspects were addressed
and the proposed process of programme development was described. In chapter
three, the results of the interviews, sketches and literature control will be
described.
Cl
ick
 to
 bu
y N
OW
!
PD
F-XCHANGE
w
ww.docu-track
.co
m C
lic
k t
o b
uy
 N
OW
!
PD
F-XCHANGE
w
ww.docu-track
.co
m
DISCUSSION OF RESULTS AND LITERATURE CONTROL
How tall will a tree grow? As tall as it possibly can. Human beings, on the
other hand, have been given the dignity of choice. You can choose to be
all or you can choose to be less. Why not stretch up to the full measure of
the challenge and see what all you can do?
~ Jim Rohn
3.1 INTRODUCTION
This chapter focuses on the results of the focus group interviews, individual
interviews, naïve sketches and my own autoethnographic sketches. Field notes,
observations and my own reflections are included in the process. A description of
the demographic profile of the target population is given followed by a discussion
of the results.
3.2 DESCRIPTION OF THE DEMOGRAPHIC PROFILE OF THE TARGET
POPULATION AND SAMPLE
The target population of this research includes coaches who have experience in
team coaching within the business context or with managers as well as a critical
reference group which is made up of Chief Executive Officers (CEO’s) who make
use of the services of team coaches and managers who are in team coaching.
Data was gathered during three focus group interviews, three individual
interviews and 19 naïve sketches were received. Some participants were
involved in interviews as well as submitted naïve sketches.
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The total number of participants in this research was 30. Of the 30 participants,
12 were coaches, six were CEO’s, six were General Managers and seven were
managers. The research was done in two counties namely South Africa and
Swaziland. Detailed logistics follow:
3.2.1 Coaches
Twelve coaches participated, four male and eight female. Their age varied
between 27 years and 60 years, with an average age of 41 years. Three coaches
have PhD Degrees, four have Master Degrees, one an Honours Degree, two
diplomas and two had matriculated. Eight coaches were qualified advanced
business coaches, three with international recognition. Their experience in team
coaching varied from three months to 22 years with an average of six years.
Eleven coaches were South African and one coach was American but practised
in South Africa. Ten coaches were white and one coach black.
3.2.2  Chief Executive Officers (CEO’s)
Five CEO’s participated and all were male. Their ages varied between 34 years
and 50 years with an average age of 42 years. They represented the hotel and
leisure industry, retail, travel and property with one member being chairman of
the board for a group of companies. All the CEO’s were South African and all
were white.
3.2.3 General Managers
Six general managers participated and all were male. Their ages varied between
35 and 53 years, with an average age of 42 years. All but one member was from
the hotel and leisure industry in South Africa. One member was in sales and
marketing. Five general managers were South African and one was German. All
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the general managers were white. They have been in team coaching between six
months and three years.
3.2.4 Managers
Seven managers participated, four were male and three were female. Their ages
varied between 31 and 48 years, with an average age of 40 years. All members
were in the hotel and leisure industry in Swaziland, had Swazi nationality and
were black. They have been in team coaching for three years.
3.3 DISCUSSION OF RESULTS AND LITERATURE CONTROL
It is generally agreed that the discipline of coaching is in its infancy (Zues &
Skiffington, 2002:4). Due to this fact the literature control includes literature from
sports coaching and sport psychology as some of the basic principles of
coaching are derived from these disciplines. Aspects include performance,
setting and reaching goals and becoming a successful team player. Sport
psychology also delineates aspects of human behaviour that are critical to self-
development and that define coaching. Early research from the establishment of
sport coaching programmes was examined for relevance within the business and
team coaching context.
Coaching is also about learning and as such literature from the educational
perspective was utilised, especially the principles of adult learning.
Organisational learning and organisational psychology were explored to gain a
holistic picture of business characteristics and the application in coaching.
Finally the latest literature focusing on coaching and team coaching was
reviewed, both nationally and internationally. The results are presented in table
format (Table 3.1) after which a discussion of the results follows.
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Table 3.1 Overview of the themes, categories and sub-categories
THEME CATEGORY SUB-CATEGORY
Legislative context
Entry levels
Levels of coaching Basic
Advanced
Master
Doctorate
Outcomes Based
Education (OBE)
Knowledge to be
discovered
Skills to be mastered
Attitudes to be formed
Coaching process
Leadership
Management
Business Acumen
Training and
development
Individual and group
behaviour
Diversity management
Research methodology
Building relationships:
Emotional Intelligence
Communication
Facilitation
Political savvy
Contextual savvy
Change management
Flexibility
Openness
Honesty
Respect
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Cognitive strategies
Lifelong learning
Supervision and support
Ethics
Empathy
Responsibility
Trust
Enthusiasm
Resilience
Inspiration
Purpose
Awareness
Passion
Integrity
Consistency
The nature of thinking
The nature of coaching
coaching
3.3.1 Central theme
The Meta-programme outcome is to develop competent team coaches that
demonstrate commitment in order to facilitate the mental health of managers.
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3.3.2 Categories
Categories and sub-categories of themes emerged from the data, See Table 3.1
for the purpose of clarity, the themes will be discussed as separate entities, but it
must be noted that most of the themes are interconnected and related.
3.3.2.1 Legislative context
Participants were in agreement that a programme for team coaches should fall
within the legislative framework of South Africa.
“The first thing we need to take cognisance of is that any kind of training
programme for coaches should be accredited, it should be on certain NQF levels,
it should be aligned with the national Qualifications Framework and should be
accredited, at least level 5”
And
“I think accreditation is important as this allows for some form of professional
recognition and standards.”
A CEO elaborated:
“I would like to see a coach with a credible background, ideally a qualification of
sorts – some dude can’t just come and say that they are a coach. I don’t think
that is good enough”
Quality in education in South Africa is assured through The South African
Qualifications Authority (SAQA). The South African Qualifications Authority Act,
Act No. 58 of 1995, provides for the development and implementation of a
National Qualifications Framework (NQF). The NQF is based on internationally
comparable standards that specify learning outcomes required to gain credits
towards qualifications.
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The objectives of the National Qualifications Framework are to:
§ Create an integrated national framework for learning achievements
§ Facilitate access to, and mobility and progression within education,
training and career paths
§ Enhance the quality of education and training
§ Accelerate the redress of past unfair discrimination in education, training
and employment opportunities; and in doing so
§ Contribute to the full personal development of each learner and thereby
the society and the economy.
The Education and Training Quality Assurors (ETQA) regulations define
accreditation as “… the certification, usually for a particular period of time, of a
person, a body or an institution as having the capacity to fulfil a particular function
in the quality assurance system set up by the South African Qualifications
Authority in terms of the Act” (P.A.B.).
3.3.2.2 Entry levels
The NQF objectives encapsulate a number of key principles. Access constitutes
one of the quality indicators and is described as providing ease of entry to an
appropriate level of education and training for all prospective learners in a
manner which promotes progression (Coetzee, 2002:4). Participants referred to
access as entry levels:
“There are different entrance levels.”
According to the NQF, levels are arranged to indicate the increasing complexity
in learning and to facilitate meaningful progression routes along learning and
career pathways.
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A participant further stated that “… an entry level should be there but there should
also be recognition of prior learning.”
Recognition of prior learning is a NQF key principle and refers to giving credit to
learning which has already been acquired in different ways, for example through
life experience and after an assessment of the learning has been done (Coetzee,
2002:4). A participant gave an example: “this could mean bringing a video tape
where you assisted people in a time span of two hours to take effective
decisions.”
Selection criteria received some attention but remained a “difficult thing.”“There
should be selection criteria, definitely the predictive index profile.” Another
participant suggested taking “business experience into consideration, they must
have been in a management position.” This will align with the recognition of prior
learning. “Interviewing prospective coaches” was mentioned as well as
“Psychological testing.” The problem with the psychological testing was that “no
psychological test is context sensitive… people go through hundreds of contexts
every day, they also generalise… ”
The latest literature on psychometric testing in the workplace agrees that
“psychometric tests are relied on too much” (April, 2005/6:39). This author feels
that many candidates are overlooked because their psychometric tests do not
perfectly match the theoretical psychological profiles apparently needed. The
value of psychological tests are not completely discarded, but should be viewed
along with a candidate’s track record and results of the interview. “We should
think about developing that person’s weakness rather than dismissing him or her
as unsuitable.”
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3.3.2.3 Levels of coaching
Participants were in concurrence that “As ‘n mens coaches oplei dan sal ‘n mens
dit in vlakke doen. Die boonste vlak sal eenvoudige modelle wees, bykans doen
dit, doen dit modelle. Dan is daar die grooter kompleksiteit van, daar is steeds ‘n
klomp favourate modelle maar daar is dink op die voete wat jy moet besluit
watter komponent, watter modelle werk die beste.”
(If a person trains coaches, you would do it on different levels. The top level will
be simple models, nearly do this, and do this model. Then there is a greater
complexity of, there are still some favourite models, but there is thinking on your
feet where you have to decide which component, which model will work best).
Early literature on sport coaching programmes stresses this fact. Woodman
(1993:1) refers to the coach’s role and tasks at different levels of coaching, from
junior to elite level, and comments that as the levels progress, so the coach’s
task becomes more specialised. Douge and Hastie (1993:16) states that the
components of modern coaching programmes become more advanced and at
times more integrated as a coach progresses through the levels.
Hargrove (2003:16, 17) proposes the following stages in a coaching programme
and says: “While it takes a powerful commitment to become a coach, there are
different stages along the way and each must be valued.” The stages include:
1. Beginner (sometimes a nuisance)
2. Advance beginner (does good enough with supervision)
Internationally, most advanced level coaching education is based around the
university accreditation model of postgraduate certificate, diploma or full masters
programmes taking between one and three years to complete (Bluckert,
2004:55). Bluckert argues that executive coaching competence takes a good
deal longer.
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3. Competent (capable)
4. Virtuoso (brilliant)
5. Mastery (invents new rules, becomes a legend)
Burdett (1998:143) claims that to be a master coach demands a level of maturity,
and a willingness to submerge ego.
Participants suggested the following levels (referring to NQF levels) and content
aligned with the levels. The content will be discussed under the headings of
knowledge to be discovered and skills to be mastered.
Table 3.2 Participants suggestions of levels and content alignment
LEVEL 5 LEVEL 6 LEVEL 7 LEVEL 8
Basic Advanced Master Doctorate
and
further
research
Basic
communication
The role of the
coach
The coach and the board room
(Executive team coaching)
Basic self-
knowledge
(Life view,
world view,
values,
assumptions,
personal
philosophy)
Business
environment
(Strategy, vision,
core ideology)
Financial accounting
Marketing and consumer analysis
Operations management
Human capital
Corporate Governance and ethics
Strategic intent
(structure/systems/style/skills)
Basic life skills
(Stress,
assertiveness,
conflict
management)
Transformational
leadership
Managing
diversity
Research methodology
Mini-dissertation
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Basic
psychology
models
More advanced
psychology
models
Basic coaching
process
Models and
theories (as
chosen, e.g.
Post Modernism,
narrative, Neuro
Linguistic
Programming –
NLP)
Team
coaching:
Teams vs.
groups
Team building
Teams and
group dynamics
and process.
Process of team
coaching
Training and
development:
Principles of
adult
education
Reflective
skills
3.3.2.4 Outcomes Based Education (OBE)
Participants, especially those with a background in education stated that:
“The programme for team coaches should specify the knowledge, skill and
attitudes/values that the team coach must achieve in order to reach the desired
outcomes.”
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All education and training in South Africa forms part of the National Qualifications
Framework (NQF) adopted by the South African Qualifications Authority (SAQA)
and uses the OBE approach. In this approach, clear statements are made about
the knowledge and skills that learners should acquire as a result of their
learning. Clear statements are also made about the values and attitudes that
are promoted as learners engage in the learning process (van der Horst & Mc
Donald, 1997:5-19). Meyer and Fourie (2004:81) believe that coaches need the
right knowledge, skills and values to be successful. Participants felt the following
knowledge, skills and attitudes/values were essential:
3.3.2.4.a Knowledge to be discovered
Knowledge involves the recall of specifics and universals, methods and
processes or patterns, structure and setting (Krathwohl, Bloom & Masia,
1964:186). Participants referred to the following essential knowledge: “coaching
process, leadership, management, business acumen, training and development,
individual and group behaviour, diversity management and research
methodology.” Meyer and Fourie (2004:84) also refers to the above mentioned
essential knowledge whereas Wild (2001:161) refers to the management
qualification, training and development and coaching component of their
programme. All eight aspects, each of which is regarded as an essential
coaching knowledge, are discussed in further detail:
3.3.2.4.a.i Coaching process
A CEO and coach explain their view and expectation of the coaching process as
follows:
“My expectation is focused on the team and the process. Firstly the coach must
be experienced in terms of the coaching journey he is taking the team on. The
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journey must be defined and explained to everybody, so that they understand, we
want to coach you towards a specific outcome. The beginning of the session, this
is where we stand in terms of the process, this was the type of movements that
has taken place in this session, where would we like to be… ”
“Also weighted by the team coach is: How effective is the team now, what are the
shifts? And that will be based on the return on investment exercise… the coach
needs to be trained into literally upfront create with the team a return on
investment to say ok, here’s the cost value to it and here’s the investment value
to it, what are we going to get out of it?”
According to Hall and Duval (2004:4) the coach may not be the expert and have
all the experience, but he/she knows structure and process and is an expert at
coaching. Wild (2001:164) states that “clearly an understanding and competence
in coaching is needed to be developed during the programme.” The basic
coaching process includes the analysis of the present situation, defining
performance goals, eliciting personal and extra personal resources and the
implementation of a plan to achieve the outcome (King & Eaton, 1999:146).
3.3.2.4.a.ii  Leadership
Participants stated that knowledge of leadership/leadership theories were needed
even though they were somewhat vague as to exactly what knowledge regarding
leadership was needed:
“We need something on leadership… ”and “…  there is so much said about
leadership, a person’s definition of leadership is a personal definition. There are
assumptions that you make about what constitutes a leader but a student should
be aware of the content of leadership.”
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Not only should a coach be knowledgeable in terms of leadership theories, but
he/she should also have leadership qualities such as “seeing the big picture,
putting things together, aligning individual’s goals with the company’s needs and
leads by example.”One management team expressed it as: “charisma, someone
who speaks and gets people going, no matter how difficult they are.”
The ultimate goal of all coaches is to generate positive transformations in the
coachee (Baanders, 2005:49). As such the coach is also a leader to a certain
extent because the coach leads the coachee in a given direction. A solid
understanding of leadership theory and research can help a coach achieve
success (Goethals; Sorenson & MacGregor Burns, 2004:199). For a coach to be
up-to-date with the latest leadership models and best practices are crucial
according to these authors.
3.3.2.4.a.iii  Management
Participants stated that the background of the coaches might be different but
when working with coachees, you are:
“Besig met die profesie van die bestuur van maatskappye, jy weet, as ek nie
daardie ‘shift’ kan maak nie… ek moet hulle leer om dit wat hulle doen anders te
doen of beter te doen…  hulle is besig daarmee om maatskappye te bestuur.”
(Busy with the profession of the management of a company, you know, if I can’t
make the shift… I need to teach them to do what they do differently or
better… they are busy with the management of companies.)
Another coach put it that “they need to be competent in management and project
management, the latest stuff, not the boring stuff of the past.”
Wild (2001:163) mentions a management qualification as one of the core aspects
of their coaching programme at BP, the Oil and Energy Corporation. This along
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with the coaching process, training and development form their programme
basis. Wherever a coach is working in industry it is also necessary for him/her to
understand the following: the culture and politics of the organisation they are
working in as well as the organisational structure they are trying to coach within.
It is also important for them to build rapport, influence others, manage their time
and also the main systems in place. Hamlyn (2004:29) recommends that a
coaching methodology must be adhered to and proven practical leadership and
managerial skills are essential.
3.3.2.4.a.iv Business acumen
There was no clear consensus amongst the interest groups of whether expert
knowledge of business and industry was needed. Some felt that it was
imperative:
“He or she must understand the business that I am in, they must have practical
business experience over a wide spectrum. He must have been where I am, he
must have taken the pain that I am taking now.”
A coach company put it that “… our coaches are mature, they have been in
business, they have been in government, and they know a lot about that stuff.”
Others argued that:
“A team coach does not have to be as good as or better than what I am in my
business. If we use sporting terms, the golfing coach, hasn’t been Tiger Woods
himself – he happens to coach Tiger Woods. But he understands the business
very well… he has to have an understanding of business principles, not
necessarily industry specific items.”
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“The team coach has to make it his or her business to understand enough about
the business or industry to understand what a benchmark could be.”
Bowerman and Collins (1999:293) and Whitmore (2003:41) are of the opinion
that the skills and expertise the coach requires are not necessarily that of having
expert knowledge in the domain of the performers concerns. King  and Eaton
(1999:148) and van der Sandt (2004:12) however feel that ideally coaches
should be experienced business professionals and able to draw on their skills as
trainers mentors, applied psychologists and consultants.
During a programme design to effectively coach the manufacturing teams at
Elida Fabregé in the United Kingdom, the designers asked the question “What
does a business coach really need to know and understand to be effective?”
When looking at coaching programmes they seemed to focus on coaching in
isolation from the needs of business. The decision was then made to include a
management and training/development component to the programme to improve
the coaches understanding of the culture and politics of the organisation they
were working in, the organisation structure they were coaching in and to build
rapport and influence others. By doing this, the measurable and tangible results
included Elida Fabragé being voted as the UK Best Factory 2000 as well as five
other awards (Wild, 2001:162-170).
One participant reflexively noted:
“Maybe it is that rare combination of a person with a psychology background
together with a business qualification of sorts, to equip this person to understand
how this game of business is being played.”
O’Shaughnessy (2001:196) agrees: “Many of the best coaches tend to be
occupational psychologists who have extensive business experience.”
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3.3.2.4.a.v  Training and development
Training and development can be defined as the “field concerned with workplace
learning to improve performance” (Wikipedia). The value of knowledge of training
and development is echoed in the following statements by participants:
“If the course is around team coaching you are either going to have to assume
that the person has got a coaching qualification, if not you are going to have to
have a prerequisite of training to align them to coach and then to say we are
going to teach the specialisation of team coaching.”
Specific knowledge in relation to training and development were noted as:
“…  elements of learning styles… even if it is only for their competitive edge and
also to facilitate it with different teams and team members. How do you know that
this isn’t just becoming just a knowledge session. How do you track and
measure… that it is actually impacting and changing… ”
And
“The principles of adult education is essential in a programme for team coaches,
they must appreciate that adult learning has a different approach and different
assumptions.”
Coaching is about change, and change involves learning. “The essence of
coaching comes down to teaching and motivating” Murphy (2005:191). Holliday
(2001:133, 134) and Meyer and Fourie (2004:85) state that one of the guiding
principles for an effective coach is to “learn to teach.” These authors elaborate by
saying that a coach needs to figure out how people think and how they process
information. In other words they must know the methods for adult education and
understand the basic ways people think. Minor (1999:54) and Murphy (2005:179)
reiterates that a coach “shows an awareness of different learning styles”. Even in
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sport coaching, the fundamentals of teaching are seen as an important
competency (Douge & Hastie, 1993:21). Wild (2001:164) adds that it is important
that those coaching in business not only understand but are aware of the multiple
training methods, learning styles and options available in order for them to work
with these in organisations. They can then work with these organisations as
opposed to simply using them as add-ons to the training/development offered.
3.3.2.4.a.vi Individual and group behaviour
Participants suggested that the team coach be knowledgeable regarding both
individual and group behaviour. With reference to individual behaviour the
following aspects were mentioned:
“A team coach needs to be equipped in terms of be able to read people and it is
beyond body language. One of the models that would be very good to look at
would be the neuro-linguistic model of body dynamics… you look at all sorts of
things like skin texture, movement… this whole thing of body language… is really
not sufficient. You read people in their metaphors, you read people in their
language, their semantics and their body tonality… so he/she needs to pay
attention to that.”
And
“It is somebody who can understand different characters, who knows people’s
behaviour… who can understand the way a person behaves. It says in all that
person must have done psychology to be able to understand all those things.”
“Coaches work with the whole person and must be human generalists” (Hudson
1999:17). The bond between a coachee and coach is of primary importance and
coaches need to understand and recognise the difference between people. The
argument for the inclusion of Psychology and Sociology in coaching programmes
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is well documented in early sport science journals (Dyer, 1992:12; Sullivan &
Wilson, 1993:235; Douge & Hastie. 1993:16). Woodman (1993:4) makes the
case for sports coaches to have an “understanding of the growing, changing
person of the (athlete) coachee… ” as well as “the vagaries of the psychological
aspects of performance.” Coaches should be able to understand appropriate
adult roles throughout the lifecycle (Hudson, 1999:19). Howe (1993:31) argues
that improving their psychological skills will aid coaches in their personal
development and dealings with (athletes) coachees.
Many coaches are trained in performance coaching and nothing else. This
greatly limits the depth and staying power of their work. Often clients enter
coaching around a performance issue and as the coaching relationship matures,
inner (ontological) issues arise. Meyer and Fourie (2004:87) support the fact that
coaches should have a sound knowledge of human relations and the behaviour
of individuals and groups. This means that the coach must understand the
personality of the coachee without necessarily wanting to change it. The coach
uses this knowledge to facilitate better results.
In relation to group behaviour participants were of the opinion that coaches
should also be able to:
“…  read groups”and “manage a group”
As one coach put it:
“Should there be destructive dynamics within the group, it would be part of my
work to pick it up and to find out what the intention is, to then frame the intention
that I can return to the outcome, to have a successful company.”
Murphy (2005:189) states that coaches are currently becoming more perceptive
about the psychological aspects of teams. He adds that in the future, more teams
Cl
ick
 to
 bu
y N
OW
!
PD
F-XCHANGE
w
ww.docu-track
.co
m C
lic
k t
o b
uy
 N
OW
!
PD
F-XCHANGE
w
ww.docu-track
.co
m
at all levels will seek out professionals who can add value through team building,
conflict resolution, supportive communication, evaluation and feedback for
improvement. Even though coaches do not apply psychoanalytical theories
directly in their practice, the theories serve to inform coaches thinking. Cilliers
(2004:41) relates that the coach is alert and interprets the covert and dynamic
aspects of the organisation, work group and the individual involved. He/she does
this with the focus on relatedness and how authority is psychologically
distributed, exercised and enacted. This work includes a consideration of
attitudes, beliefs, fantasies, core anxieties, social defences, patterns of
relationships and collaboration, and how these in turn may influence task
performance, how unwanted experiences are split off and projected onto
particular parts (individuals or groups) that carry them on behalf of the system.
“The best teams you have ever seen, the ones you may have wished you had, all
have their share of personality types… the difference between success and failure
of any team is how well the coach understands and motivates team members.
The coach uses his knowledge of personality of the team members to shape,
mould, grow and expand their behaviour. By acknowledging uniqueness, you
grow trust and appreciation” (Holliday, 2001:27, 238).
Participant highlighted specific aspects of group dynamics in terms of knowledge
required:
“You should understand team dynamics and process and also know the phases
groups go through, like storming, norming, all those theories, so that you can
understand team dynamics.”
Stewart, de Kock, Smit, Sproat and Storrie (1996:234) believe that in South
Africa knowledge of group dynamics is extremely vital because of our culturally
diversified society. Murphy (2005:172) and Stewart, et al. (1996:234) state that
knowing the phases of group development helps our understanding of how
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groups function, which in turn aids productivity, increases support amongst
members, lessons conflict, improves decision-making and increases lateral
thinking and creativity. Whitmore (2003:146) explains that the first demand of a
team coach is to fully understand the stages through which a team will develop in
order for him/her to encourage and accelerate the process. Priestland and Hanig
(2005:114) claim that “emphasis on team dynamics” is the signature aspect of
their programme at BP. Murphy (2005:171) summarises the need to be
competent in terms of team dynamics by saying: “astute, successful coaches
intuitively recognise the importance of team dynamics in motivating and
supporting their athletes (coachees) to excel beyond the contributions of
individual effort.”
3.3.2.4.a.vii Diversity management
Diversity management would refer to having effective control and understanding
of differentiating attributes of individuals and groups which would include
racioethnicity (which encompasses race and ethnicity), age, gender, nationality,
religion and culture.
A participant called for the team coach “to understand where people come
from… their culture, their circumstances… ”
Another participant added:
“Something else that can be addressed is the issue of diversity… it is through the
pulsating heart of diversity, that people know what happened during a funeral
ceremony, how a person is disrespected and they’ve got person diverse
information from each other, rather than hide behind this curtain of culture… ”
Viva La Différence! In a diverse country such as South Africa, knowledge of
diversity management is essential for all coaches (Meyer & Fourie, 2004:86).
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This involves an awareness of diversity and understanding the need for and
meaning of diversity in organisations (McKenna, 2000:576). The coach needs a
good knowledge of the demographics of the organisations market, identify their
own prejudices, stereotypes and biases and be mature enough to ensure that
these do not interfere with the coach/coachee relationship.
3.3.2.4.a.viii Research methodology
Research methodology consists of research decisions made within the
determinant of research. The need for coaching research was expressed as
follows:
“How are we going to develop the field if we don’t do research and
publications… you have to have written two or three articles, a mini-dissertation,
spoken at a national or international conference? That would distinguish you from
any other level of coaching.”
Knowledge of research methodology was suggested at the master’s level of the
coaching programme. McKenna (2000:15) states that knowledge (about human
behaviour) can be obtained in part through experience, and it is possible to
derive some useful insights by this means. However this approach has its
limitations due to perceptions, subjectivity and the influence of our values and
attitudes. By contrast, research provides an approach for obtaining information
about many dimensions of behaviour (coaching) that cannot be obtained
otherwise.
In order to ensure that findings of coaching research are as objective and reliable
as possible, scientific methods should be adopted. Therefore knowledge of
research methodology is an imperative.
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3.3.2.5 Skills to be mastered
Following the knowledge dimension, participants commented on the skills a team
coach should demonstrate. Participants reached consensus agreeing that the
practical application of knowledge should receive more attention in the
programme than the knowledge component:
“Die praktiese is meer belangrik as die teorie”
(The practical is more important than the theory)
And
“It is no good you have the theory but you can’t practice it.”
Skills refer to organised modes of operation and generalised techniques for
dealing with problems (Krathwohl, et al. 1964:189). The skills component of the
coaching programme is therefore about the application of knowledge, in other
words, what you can do. King and Eaton (1999:150) states that while team
coaching calls for some special skills, the principles remain the same.
The following skills were seen as essential:
3.3.2.5.a Build effective relationships
Coaching is about having a relationship with other human beings. In order to
have a relationship the team coach needs “to have an appreciation for people”.
The ability to appreciate people, to manage and maintain relationships requires
“a good team coach to have emotional intelligence. He/she needs to be
authentic, both within him/her self and with others, going through the motions of
relationships simply won’t do. Without emotional intelligence there can be no
sustainable growth”.
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3.3.2.5.a.i Emotional Intelligence
Emotional Intelligence (EQ) is the ability to sense, understand, and effectively
apply power and acumen of emotions as a source of human energy, information,
connection, and influence (Cooper & Sawaf, 2000: xiii). Essentially EQ is al about
relationships. It is created and sustained in relationships and when emotions are
acknowledged and guided constructively, they enhance intellectual performance.
A participant states: “it isn’t just the IQ, the qualification that you have, it links to
self management, if you cannot manage yourself, you cannot manage others,
guide others… ”
Herbelin (2000:22) argues that having a high IQ is definitely a plus for a coach,
but having an excellent EQ (Emotional Quotient) allows you to relate to others
and this is even more important. Hosking (2005:9) believes coaches need IQ, EQ
and credibility. Coaching places you in a social environment where interpersonal
skills take precedence over any other kind of skill. Holliday (2001:131) claims that
emotional maturity shapes the values of an effective coach.
In today’s fast-changing, more open and fluid style of work, a premium is placed
on the combination of intellect and EQ, especially when it comes to trusting and
teaming with others to solve problems and seize opportunities.
For the purpose of this research I have used Cooper and Sawaf’s (Cooper &
Sawaf 2000:1-292) four cornerstones of EQ as a framework to describe the EQ
themes that emerged during the data gathering. According to these authors the
four cornerstones of EQ consists of emotional literacy, emotional fitness,
emotional depth and emotional alchemy.
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Emotional Literacy
Emotional literacy refers to being real and true to yourself. It builds personal
power including awareness, inner guidance, respect, responsibility and
connection.
“The coach must be able to share his own pain as well, which helps me feel
comfortable that the coach is not perfect either… they must be open and honest.
If they have experiences a similar pain, feel open to relate that to me, because it
helps me to feel he is also human and not this perfect person.”
Emotional honesty requires listening to the strong feelings or inner-truths. The
call of emotional honesty is to remain honest with yourself and to respect the
wisdom of both heart and head. Openness and honesty are among the vital
elements in bringing out the best performance (Hargrove, 2003:43, 50; Downey,
1999:88; Herbelin, 2000:13; Meyer & Fourie, 2004:84; Holliday, 2001:70, 86;
Starr, 2003:22; Hillary, 2003:11; Burdett, 1998:143; Meyer & Fourie, 2004:103).
“None of our coaches are alike, they are diverse people. However there are
some common threads. The primary of these are honesty, sincerity and desire.”
To be emotionally honest is to be more real and authentic, to care about and
respect yourself which is foundational to caring and respecting others. “The team
coach needs to be well respected somebody… who also respects his team.”
Herbelin (2000:15); Meyer and Fourie (2004:84); Richard, (1995:7) and Holliday,
(2001:17) express the view that respect is a mutual thing – a person is not likely
to have more regard for you than you have for that person.
“You must have integrity, you must be ethical. I think it is very important, the
ethical stuff, confidentiality, to build trust with the team, to know how to play the
game within the organisation.”
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Intuition builds on emotional honesty and is the ultimate foundation for our
understanding of ethics. Intuition can be of immense value to professional and
personal success. There are many people who say that integrity and ethics
sometimes have to take a back seat to feasibility and profits in our professional
and business lives. Many people are wrong. As one coach put it:
The International Coaching Federation’s (ICF) code of ethics, stipulates the
following ethical behaviours expected from coaches: Professional conduct at
large. A coach’s conduct will reflect positively upon the coaching profession, the
coach will strive to recognise personal issues that may impair conflict or interfere
with coaching, reporting research with competence and honesty and accurate
record keeping. Downey (1999:88) says that a coach needs to be honest with all
stakeholders.
Professional conduct with clients refers to the coaching process, qualifications,
referral and the avoidance of exploitation. Confidentiality and privacy is
highlighted by the ICF and also by the following authors: Holliday, (2001:17);
Meyer and Fourie (2004:83); Holliday (2001:84) and Rider (2002:234).
It is from the whispers of intuition that we are first called to care, to have
empathy. “Sometimes I can come to team coaching and feel down, they must
understand what my problem is and try to boost me up. I might have pressure on
my work or outside from here, but a team coach must look at me and see this
person needs what? Needs comfort or… ”
Treating the people with empathy is the root of compassion. This literally means
feel with and is tied to controlling impulses and taking personal responsibility.
Through feelings of empathy we not only help ourselves learn and grow, we also
enable others to begin to feel safe enough to talk. “A team coach must not be
bias; he should get all the stories.” The following authors request that coaches
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empathise and validate others: Hudson (1999:18); Herbelin (2000:12); Meyer and
Fourie (2004:84); and Holliday (2001:64).
Empathy and compassion also require a keen sense of responsibility. Whitmore
(2003:37) claims that responsibility is the goal of coaching. There are times when
the greatest kindness to another is to hold them responsible and accountable,
accepting no excuses, encouraging them to stand fast or step to the line and face
a difficult situation. Hudson (1999:19) calls for a coach to “Challenge, test and
expect high performance from self and others.” Coaches must entrust teams with
the responsibility to supervise themselves and be accountable for the execution
of set goals (Herbelin, 2000:14).
“Like in our team we were lacking responsibility but if you read our reflective letter
that we had in July you can see that the team is moving forward. The coach
doesn’t leave things as they are. He or she comes back, wants things solved, so
that the team goes forward.”
Emotional Fitness
Emotional fitness refers to being clear and getting along: Builds inspiration of self
and others and include authenticity, resilience and trusting relationships.
“A team coach must have good interpersonal skills – if coaching is about
relationships, trust forms the basis.”
Emotional fitness enables you to put the skills of emotional literacy into practice,
developing greater authenticity and credibility (Minor, 1999:53). These, in turn,
enable you to expand your circle of trust which positively correlates to
profitability and performance (Herbelin, 2000:13). Downey (1999:22); Holliday
(2001:80, 83) and Bowerman and Collins (1999:292) explain that coaching
requires a relationship of great trust, where it is safe for the coachees to be
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vulnerable, safe to acknowledge weaknesses and simply not to know something.
It is only in such an environment where learning can take place.
A manager proposes that “To pick up a passionate team coach who has against
all odds made a resistance to part with her team and to say: ‘this is where my
roots are’. Some would have handed in their boots a long time ago and said you
know. But they, they would always say:’ what next, what is the way forward, how
do you see yourself? Breaking through. Passion goes with perseverance.
Passion brings us together.”
Emotional fitness promotes enthusiasm, resilience and highly constructive
toughness in facing challenges and change. Hargrove (2003:16) refers to the
coaching journey as driven by passion, commitment and zeal. Holliday
(2001:250) claims that “persistence will prevail!” Herbelin (2000:12) indicates that
without passion to help others learn and achieve, you will eventually lose the
attention of team members. Holliday (2001:70) is adamant that “the coach sets
the mood!” It is through emotional fitness that we illuminate our core personal
values and character.
Toughness can also mean constructive discontent or a philosophy of
confrontation.
“I don’t want a yes person as a coach; they must can say ‘I disagree’. Be sensibly
confrontational and be prepared to say: ‘No, I don’t agree, let’s discuss why.’”
We do not always have to be in agreement. Cooper and Sawaf (2000:110) feels
that we have to bring paradoxes, conflicts and dilemmas into the open, so we can
be more intelligent collectively than what we can be individually. The constructive
value of discontent lies in its ability to create awareness; to recognise what really
matters to yourself and other people, what you and they care about and are
willing to fight for. Genuine trust is promoted and the opportunity for applied
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empathy is presented. Constructive discontent paves the way for creative
collaboration, better solutions, learning in action and increases the opportunity for
real work.
Participants required a coach to be appropriately confrontational “The coach
must be able to identify a lack of competency.”
Another said: “… unfortunately there will be people who don’t fit that, who don’t
perform, and the coach has to identify those, have to deal with that in an
appropriate manner for the organisation.”
Holliday (2001:169) and Minor (1999:50) say that one of the coaching roles is to
confront inappropriate behaviour or people whose performance is sub-standard
in a direct and constructive way. These authors acknowledges that confrontation
is tough communication, but necessary for authentic work. Douge and Hastie
(1993:15) reiterates this point when they note that one of the characteristics of a
sports coach is to provide high levels of correction and reinstruction, using high
levels of questioning and clarifying.
Confrontation was juxtaposed to “Someone who inspires me to identify my
passions and to fulfil my destiny.”
Emotional fitness builds an increased sense of inspiration, of self and others.
The word inspiration means to breathe deeply; to fill with an animating sense of
enthusiasm and innermost confidence. Holliday (2001:1) feels that coaching
implies motivating, inspiring and taking people to greater heights. Zues and
Skiffington (2002:25) warns that a coach will not be able to inspire others to do in
their lives what he/she is unable or unwilling to accomplish in his or her own life.
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Emotional Depth
Emotional intelligence cannot thrive or expand without emotional depth.
Emotional depth refers to reaching down and stepping up, building a core
character and calls forth potential, integrity and purpose.
“The coach needs to be self-aware, know ‘who am I? What are my values and
beliefs, my personal philosophy, why am I here?’”
There is a longing in all of us to find and invest ourselves in our life purpose, in
things that matter, that are deep. This requires coming to know your talents and
align them in service of our calling in life. Purpose is an internal locus of
awareness. Molberg (2005:2) claims self-awareness as the foundation for
emotional intelligence. Authors such as Zues and Skiffington (2002:24) do not
advocate that coaches undergo intensive analysis; they do however feel that to
be a successful coach entails a considerable degree of self-awareness, self-
knowledge and self-acceptance. As with any profession that involves working
with others, an awareness of your own motives for coaching is crucial (Hudson,
1999:18; Downey, 1999:126; Meyer & Fourie, 2004:108; Whitmore, 1992:50;
Piasecka, 2000:255). Okun (2002:43) claims that individuals who constantly
develop their own self-understanding and self-awareness are more likely to be
successful as helpers (coaches) than those who do not, because they are able to
separate their needs, perceptions and feelings from those of their clients and are
in turn more able to help others develop their own self-awareness.
Participants added:
“We need someone who is integrated within himself as a person, you are not
going to become a coach if you are uhm…  ‘geontravel’(unravelled).”
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“If you bring your crap in there it just all clutters it up. Before you walk in there,
you have got to give them a ‘clean whiteboard’.”
It pays to be aware of our personal vulnerabilities, principally because they must
be acknowledged and managed. Within coaching, awareness also extends to the
coachee, to their vulnerabilities and the management thereof. It does not mean
that we only need to be aware of our own shortcomings. How we define our
strengths becomes the place of discovering our reason for living our unique
potential and purpose. Cooper and Sawaf (2000:149) asked the question: “What
would happen if we studied what was right with people instead of what was
wrong with them?” This question is formulated as a request by participants:
“Focus on our strengths and not our weaknesses; concentrate on the strength so
that they override the weaknesses.”
Zues and Skiffington (2002:25) and Hudson (1999:19) believe that an
inspirational and transformational coach operates from strengths rather than
deficits and recognises strengths where others see weaknesses. Hargrove
(2003:18) requests coaches to “Listen for people’s greatness.” Burdett
(1998:150) states that a value added tactic is to “catch ‘em doing it right.”
Participant voiced their need for a team coach to “…  have a heart for what they
are doing. They have got to be passionate about what they are doing, otherwise
there is going to be no excitement. He mustn’t just do it for the sake of doing
another job.”
“Every coach must make a commitment, not only to the business but to
themselves and their growth as a coach.”
“They must have a desire not just to give back, but to be in this business.”
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“They must have a passion for success. A passion to help people think or to be
successful.”
No matter what your endeavour, your talents or your purpose, without a strong
intrinsic motivation and emotional commitment, you won’t get very far. As the
German philosopher G.W.F Hegel wrote: “Nothing great in the world has ever
been accomplished without passion.” Passion calls upon the strength of mind to
undertake often difficult tasks of leading ourselves and others through tough
times, choosing to go forward and learning when to follow through bravely.”
Transformational growth is generated by putting forth your best effort, reaching
for the stars and breaking out of daily routines. It is this kind of emotional drive
that elicits in us a sense of responsibility and accountability, when we are willing
to be emotionally honest with ourselves about where we are and how we are
doing.
From purpose and emotional commitment there naturally arises a sense of
integrity. “They must keep their promises. If they say something or say they are
going to do something – they must do it. If they don’t I loose interest.”
Integrity can be defined as “adherence to moral and ethical principles.” It is a
quality of emotional depth that serves as the capstone of character and is
essential to self-respect and credibility in business and life (Cooper & Sawaf ,
2000:176; Meyer & Fourie, 2004:110; Minor, 1999:53). Integrity is interactional,
involving the management of relationships between the individual and the
surrounding others. The three main elements of integrity is the ability to discern
what is right and what wrong, acting on what you have discerned and openly
saying that you are acting on your understanding of what is right and what is
wrong.
Integrity was linked by participants to “… consistency, i.e. don’t vacillate from one
meeting to a next. This meeting they are in this mood and say this; then in the
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next meeting they can’t remember what they said. I want someone that can take
you consistently along a path and the route with focus.”
“There has to be some kind of responsibility – the coach can’t month after month
see a team not performing at all, hand in his monthly bill and say: ‘here’s my fee’
and months go by and the company sees no outcome.”
In essence integrity in business means accepting full responsibility,
communicating clearly and openly, keeping promises, avoiding hidden agendas
and having the courage to lead themselves and others with honour. This includes
being consistently honest with themselves as well as knowing themselves, not
only in their mind but also in their heart. Holliday (2001:89) warns that without
consistency you cannot take a team to higher levels of performance.
Emotional Alchemy
Alchemy is described as any power or process of converting a common
substance, thought to be of little value, into something of greater value.
Emotional alchemy refers to the sensing of opportunities and creating the future.
The principle outcome of emotional alchemy is confluence, the drawing together
of our capacities, talents, dreams and drives into a unified force for change and
growth as a person or a business.
“The team coach has foresight to look ahead, to use the collective forces of the
team members to achieve something great.”
As Hudson (1999:19) states: “The coach plans and feels responsible for making
the future happen.” Hargrove (2003:18) agrees that they are visionaries,
pathfinders and catalysts for the not-yet.
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The final aspect of relational skills that was not mentioned by the participants but
was found in literature is the aspect of humour. Edwin Whipple said: “Wherever
you find humour, you find compassion close by” Holliday (2001:72). Humour is
the best way to connect with people, Holliday (2001:71). Zues and Skiffington
(2002:28) agree that a coach should have the ability to use humour, be able to
laugh at themselves and idiosyncrasies and to be light hearted. When humour
comes from the top down it communicates a calming message that permeates
the very fabric of the team. Herbelin (2000:26) cautions though that humour
should be favourable and not negative.
3.3.2.5.b Communication skills
Effective communication skills are a function of our interpersonal effectiveness.
Communication is fundamental to both the coaching process and team
effectiveness as Murphy (2005:192) states: “If teaching and motivating are
essential to coaching, then what could be more important to its success than
effective communication.” Participants agreed that “we need to look at
communication skills, every aspect from the ‘what’ to the ‘how’… ”
And
“Communication skills is crucial, it is the life blood of coaching.”
Woodman (1993:4); Douge and Hastie (1993:17); Hamlyn, (2004:28); Hudson,
(1999:17); and Zues & Skiffington (2002:28) agree that the most crucial skill in
coaching education is the skill of communication and that coaches need to be
competent communicators in both oral and written forms. Meyer and Fourie
(2004:48) argues that communication forms the basis of the coaching
relationship and that every interaction between the coach and coachee is by
means of communication. High-level communication skills means that you are
able to model them as well as teach them (Peltier, 2001:181). Hodge (2004:28),
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a professional coach adds, “Purely having the need or the desire to coach others
does not qualify you to step into the coaching profession. Experience and
success need to be partnered with an excellence in coaching communication.
This is particularly true insofar as very few individuals are able to truly listen and
internalise in order to ask the most appropriate challenging and insightful
questions.”
Participants reflected on the how of communication stating:
“They provide a platform where you can say something that is very important.”
Zeus and  (2002:172) agree, stating that the coach has to establish a climate
whereby the coachee feels free to voice opinions, feelings, ideas and doubts.
The coach acts as a sounding board.
Participants requested coaches to be “frank and forthright.”Meyer and Fourie
(2004:43) and Herbalin (2000:48) says it is vital for a coach to be frank, honest
and candid.
Participants voiced their need for “questions that build.”
And
“forward going questions, what are we going to do to fix it, how long is it going to
take, what resources do we have, what resources do we need, who’s going to
champion this, who is going to follow through, what is the time line? Don’t ask
why, why is old news, it is defensive and sets up conflict.”
Hall and Duval (2003:38) believes that asking the right questions become the key
component in effective coaching. Sherman and Freas (2004:87) and King &
Eaton, (1999:164) emphasises that great coaches tend to be curious and ask
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penetrating questions. Burdett (1998:144) believes that all learning starts with a
question and that one insightful question is worth many hours telling someone
what to do.
Sound listening skills were rated as crucial: “… they need to be able to listen… we
will be free to talk because we know that this person listens to me.”Listening
skills were further defined as: “listening with interpretive capacity… ”
Literature attests to the importance of listening skills (Holliday, 2001:63; Downey,
1999:12; Zues & Skiffington, 2002:173; van der Sandt, 2004:12; Cilliers, 2004:42;
Richard, 1995:7; King & Eaton, 1999:146). Bowerman and Collins (1999:295)
explain that listening takes place on three levels, the head, the heart and the
hands. At the head level we listen for thoughts, at the heart level we listen for
emotions or feelings expressed through tone of voice, facial expression or body
language. At the hands level we listen for the will (energy and commitment).
Other communication skills specific to coaching that is found in literature refer to
the ability to present ideas convincingly by using a vocabulary rich in metaphors
and stories (Hudson, 1999:17).
3.3.2.5.c Facilitation skills
Facilitation is the skill or process of making things easier. Participant’s responded
that “Coaching is about facilitating. It is about supporting the recourses of people
and the organisation while moving forward to reach the outcome. They make
things easier in a sense.”
Coaching is best described as facilitating and as such facilitation is a core
competency of a coach (Redshaw, 2000:107; Meyer & Fourie, 2004:216).
Facilitation is the skill of interacting with your audience to draw out their ideas
and lead them to new understandings. Facilitation is more concerned with the
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process of learning and development than with the content imparted. The
emphasis turns away from the instructor and the content to the coachee and the
context. The coach is no longer merely a presenter of knowledge but rather
encourages the coachee to learn for him/herself. The coach adopts a back seat
role while being available for guidance. Team coaches need facilitation skills to
capitalise on the synergy of groups, gain full support and buy-in, manage
differences and diversity and successfully work through conflicts.
A facilitator needs a totally different set of skills than a teacher (Cooper,
2006:29). A facilitator asks questions, provides guidelines and creates the
environment for the coachee to arrive at his or her own conclusions. A facilitator
is in continuous dialogue with the coachee and is able to adapt the learning
experience mid-air by using his or her own initiative in order to steer the learning
experience to where the coachee wants to create value.
3.3.2.5.d  Political savvy
Coaching is best practiced by individuals with acute perception and diplomacy
(Sherman & Freas, 2004:87). Participants echoed this sentiment:
“…  again political savvy because sometimes you as a coach acts as a buffer
between the company and the team and you must have the skill to deal with that,
you must have integrity, you must be ethical.”
Success requires the ability to understand the organisational culture and a
willingness to honour the rules of the culture. There are political dynamics that
are common to most organisations and those that are unique. An effective coach
should be skilled at both kinds. This requires an attitude of acceptance of a
degree of political game playing (with integrity), Peltier (2001:19, 20). Zues and
Skiffington (2002:88) refer to political astuteness and states that a successful
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coach is politically non-aligned, although aware of the political manoeuvring that
is inevitable in any organisation.
3.3.2.5.e Contextual savvy
Context refers to the immediate setting or environment (physical and
psychological). Within a team coaching programme, contextual savvy is:
“…  is ‘n prima vereiste as ‘n denk patroon by team coaches, as ons nie
kontekstueel dink nie en ons kan nie dink in terme van die vrugte slaai maak nie,
dan is ons besig om terug te val op ons eie ekspertise, dan is ons nie met die
groep besig nie. Konteks is ‘n groot, groot ding. Ek dink dit word totaal onderskat
en dit is ‘n manier van dink.”
(…  is a prime prerequisite as a thinking pattern with team coaches, if we don’t
think contextually and we can’t think in terms of making the fruit salad, then we
are busy to fall back on our own expertise, then we are not busy with the group.
Context is a big, big thing. I think we under estimate this method of thinking.)
“I think a team coach would really need to know each person profile within the
team and ask questions in terms of how the different context determines how
each person in their particular profile is going to respond within the given
context.”
“Every group is different. They are all human beings, but they all have different
stuff.”
Hargrove (2003:92) explains that masterful coaching is about intervening in
people’s context so as to produce a profound alteration in who they are. The
author explains context as the background against which people are standing
that determines their perception of reality, what they see as possible and
achievable. It is from this background that they draw their identity and formulate
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their thinking and attitude. According to Priestland and Hanig (2005:119) context
and connection formed an integral part of their programme.
Evidence of the importance of contextual familiarity is found in business
psychology and organisational behaviour. McKenna (2000:350) points out that
apart from team development, with the emphasis on the internal processes of the
team, we need to draw our attention and consider contextual factors, which
include the organisation’s culture, clarity of mission, technology and task design,
rewards and performance feedback.
3.3.2.5.f Change management
Changes occur continuously in the business world because of the dynamic
nature of business and corporations. As such, team coaches should be:
 “ …  partners in the change process… there is only one constant in the universe
and that is change, it is not whether or not you are going to change, it is how
gracefully you engage with the change process. The idea is to get teams to flow,
engage in graceful change.”
Coaches should have the necessary change management skills to understand
and adapt to change, and also to help the coachee to be able to manage change
in their life (Meyer & Fourie, 2004:92; van der Sandt, 2004:27; Hall & Duval,
2004:4).
3.3.2.5.g Flexibility
The final skill is the ability to be flexible “Here in South Africa you need flexibility.
A team coach needs to be flexible in terms of their roles, the speed of the
session, the content… ”
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Virtually all literature emphasises the flexibility in human relationships. The value
of flexibility helps the coach to be able to approach an issue from different
perspectives and even to change his/her mind when necessary (Meyer & Fourie,
2004:110; Hosking, 2005:8). Peltier (2001:175) cautions that a coach who is not
flexible will not succeed. Coaches are hired and paid to bring a wide ranging,
creative, individually designed and compelling repertoire to the effort.
During a reflective conversation at the time of member checking, a discussion
emerged in terms of the coach’s ability “to tolerate ambiguity”. This links closely
to flexibility as there is often situations where a coaching session, although well
planned can be tainted with aspects of uncertainty and hesitation. It is the
successful coach who deals with the ambiguity and moves forward without giving
up.
3.3.2.6 Attitudes to be formed
Intellectual knowledge is conductive to change only in as much as it is also
affective knowledge.
~Spinoza, 1632 -1677
(Dutch philosopher and rationalist)
Learning is never only cognitive – attitudes and values go hand-in-hand with
intellect (van der Horst, et al. 1997:40). Attitudes help individuals to adopt a
stable view of the world they live in (McKenna, 2000:248, 253). A value is an
ideal to which an individual subscribes, it represents a basic conviction that a
specific mode of conduct is preferable and is relative stable and enduring.
The following attitudes and values emerged from the data and was discussed
under the heading of Emotional Intelligence: Openness, honesty, respect, ethics,
empathy, responsibility, trust, enthusiasm, resilience, inspiration, purpose,
awareness, passion, integrity and consistency.
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Literature places great emphasis on the personal values and attitudes of the
coach. Zues and Skiffington (2002:22) states that “values lie at the core of the
relationship between the coach and the coachee.” Richard (1995:6) believes that
the coach’s personal values will certainly shine through his/her actions. This
author feels that someone who is simply following a checklist and going through
the motions of being a coach will quickly transmit any scepticism and lack of
enthusiasm to the coachee. The coach needs to be sensitive to their own values
and those of others.
3.3.2.7 Cognitive strategies
Gagné’s taxonomy of learning outcomes is divided into five types of learning
outcomes namely verbal information, intellectual skills, cognitive strategies,
attitudes and motor skills, and resembles the OBE approach of knowledge, skills
and attitudes. Cognitive strategies are more complex than verbal information and
intellectual skills (van der Horst, 1997:35). These are used when people learn
how to learn, how to remember and how to assess their learning. A participant
appeals:
“I would like to know how to coach this. Ok, this is content we are going to do
this, that and the other; how are we going to do it.”
Cognitive strategies are used for so called meta-cognitive purposes. This
empowers the learner to adopt the most effective approach for learning and
acting in particular context. The learner is therefore aware of his thinking process
and plays an important role in the development of self-instruction skills. Learning
is thus integrated and can be applied across different content areas.
3.3.2.7.a The nature of coaching coaching
Where success is concerned, people are not measured in inches,
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or pounds, or college degrees, or family background;
They are measured by the size of their thinking
~Davis Schwartz
There was a high level of consensus between participants that a coach must be
able to think.
“What is essential is not so much what they have learned but that they have
learned to think in complex environments… ”
 Higher order thinking is a must in terms of coaching competencies. Reference
was made to different types and ways of thinking. Firstly the ability to “be a
thinker on his/her feet, you need to follow strategy, and you need to change
direction at a flick of a torch… ”
Secondly, the coach must practice “big picture thinking.”“He/she must be a map
thinker, in other words see the big picture, and think 5 or 10 years out into the
horizon where I can’t see.”
Thirdly, the coach must have “the ability to integrate thinking while one of the
people you are coaching is talking, to integrate it with the strategy, to integrate it
with the outcomes, to integrate the whole time with what if… ”
Fourthly, the “The capacity to be able to benchmark. Where are the teams in
comparative… ?”
Fifth, “They need an interpretive capacity… ”
Lastly, “A high level of creativity and innovative thinking… ”
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Reference was not only made to the coach’s thinking processes but also having
the ability to assist the coachee’s thinking processes:
“Ek kan vir hulle help met die denk prosesse wat hulle nodig het sodat ‘n mens
op ‘n manier die goed kan ‘frame’ wat jy prioriteite kan bepaal en rigtings kan
bepaal… ”
(I can assist them with the thinking processes that they may need in order to
frame priorities and directions… )
Hargrove (2003:38) refers to one of the coach’s roles as being a “Thinking
Partner.” The author states that when two different people with different views
and background come together with the basic attitude of curiosity and learning to
solve a problem, the chances are better that they will brainstorm ideas, questions
what they take for granted and come up with insights that are not attainable on
individual level. Also, left alone to think in isolation, there are a number of
subjective factors that can distort an outcome. A thinking partner brings
objectivity to the process. The thinking partner also acts as a sounding board,
empowering a person to take tacit knowledge (what they know but can’t say)
explicit.
Literature confirms that the coaching task is a highly complex process in which a
vast array of skills, information, knowledge and even wisdom are brought to bear
on a range of challenges in a coachee’s life (Woodman, 1993:5). Douge & Hastie
(1993:14) claim that effective coaching is not only a set of established coaching
behaviours but also the coach’s ability to analyse, synthesise and modify his/her
coaching to fit the situation and the needs of those involved. The coach engages
in analysis of the interpersonal relationships of boundaries, roles and role
configurations, structure, organisational design, work culture and group process
(Cilliers, 2004:41). Coaches are critical thinkers, and do not merely believe
everything they see or hear (Meyer & Fourie, 2004:109). van der Sandt (2004:13)
adds to analytical reasoning and thinking, the ability of visionary thinking.
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Immature thinking is restricted to the immediate and real, concrete objects.
Advanced thinking is the ability to manipulate ideas about objects, thinking on the
basis of abstractions about the world itself. It is at this higher level of thinking that
people can implicitly organise and direct reality in their minds, dealing with
theoretical issues, the future, imagined and new, or creative events. The ability to
infer develops with this level of complex thinking. Inference is the ability to
consider causal relationships and alternative explanations for a given set of
circumstances or events (Harding & Long, 1998:218).
The above discussion on the nature of thinking makes a clear-cut case to use the
higher order objectives, as stated in Bloom’s taxonomy, Cognitive Domain (van
der Horst, et al. 1997:9, 37). It can be used in all learning outcomes of the
coaching programme, from knowledge to understanding, application, analysis,
synthesis to evaluation.
3.3.2.7.b The nature of thinking
Participants shared strategies on how a team coaching programme should be
taught or coached:
“The way we are structured here is that every coach who comes here makes a
commitment… for the life of the time they are here they commit two hours a
month to being coached. Some aspect or another of coaching is covered.”
Redshaw (2000:107) ardently states that: “You don’t teach coaching. You coach
it.” The author believes that any coaching development activity must be designed
in such a way that it follows and demonstrates coaching principles, allowing
participants to learn for themselves by being exposed to realistic sessions,
preferably role-plays. Furthermore that any tutor involved in delivering such an
event must be a role-model, adopting a coaching approach and acting not as a
teacher but as a facilitator. Being coached has the added benefit of what you
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learn as a coachee, what works and doesn’t work for you, become an invaluable
source of learning.
Other strategies included “video taping the session – that would be great learning
for everyone. You get very close to reality, it is of tremendous value.” Downey
(1999:131) claims that using video or voice recordings for a session are powerful
ways to raise the coach’s awareness.
Keeping a reflective journal was suggested:
“… Maybe a reflective journal of their own coaching… ”
Confucius said we may learn wisdom by three methods: reflection, imitation and
experience, citing reflection as the noblest path. Self reflection is a commendable
approach to the coach’s continuing education. The process is dependent upon
skilled observation and a considerable understanding of the learning process. It
requires coaches to apply rigorous and perceptive analysis methods to their own
coaching (Douge & Hastie, 1993:21). Reflective practices are furthermore in line
with OBE (van der Horst, et al. 1997:88, 89).
Logging reports were put forward as a strategy:
“You have to log and that should be handed in as part of supervision.”
Logging reports include keeping a diary of your insights and learning as a coach.
The act of writing the report not only provides feedback on completed work but
has the effect of consolidating the learning (Fraser, Loubser & van Rooy,
1996:155). These reports could include learning that occurs in other areas of
your life, even your dreams.
Reading, especially the latest business literature and journals, was stated as an
invaluable source of learning:
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“I read general management stuff to stay on the edge, especially the Harvard
Business Review. I do this to be aware of the latest trends in business.”
(Meyer & Fourie, 2004:85) attests to this: “Reading a lot of leadership books and
articles will be very helpful to build knowledge.”
Dialogue emerged as a strategy:
“I mean you have conversations…  I think it will be very beneficial.” “There is an
emersion in not only the dialogue around coaching but in the behaviour of
coaching… ”
Hall and Duval (2003:5) emphatically states that “coaching is pre-eminently a
conversation. Dialogue lies at its heart.” We interact with each other through
conversation. Vygotsky’s theory of interactional learning is a Constructivist
approach which focuses on the process by which intellect develops. Cognitive
development, ideas, attitude and values are shaped through interaction with
others. According to Vygotsky all higher mental functions have their origins in
social interaction (Mellish, Brink & Paton, 1998:33).
Bohm; Factor and Garrett (n.d.) refer to dialogue as an approach. In dialogue, a
group of people can explore the individual and collective assumption, ideas,
beliefs, and feelings that subtly control their interactions. It provides an
opportunity to participate in a process that displays communication successes
and failures.
Dialogue is a way of collectively observing how hidden values and intentions can
control our behaviour. It can therefore be seen as an arena in which collective
learning takes place and out of which a sense of increased harmony, fellowship
and creativity can arise. The nature of dialogue is exploratory, and its essence is
learning, not as the result of consuming a body of information, but rather as part
of an unfolding process of creative participation between peers.
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Case studies received attention:
“As ‘n ou nie op hoogte bly nie, veral gevalle studies, van maatskappye wat
suksesvol is.”
(If a person does not stay ahead, especially case studies, of companies that are
successful.)
Case studies are a collection of factual evidence obtained from real life situations
(Mellish, et al. 1998:119). Case studies can be given to learners at different
levels of training. Hypothetical case studies which present salient information and
require learners to draw on their own experience can also be useful.
Although not mentioned by participants, literature refers to the importance of role-
play as a teaching strategy in coaching (Redshaw, 2000:108).
Role-play is based on simulation techniques (Mellish, et al. 1998:130). This
strategy would give the learner insight into the handling of situations in real life.
Literature further suggests seeking ruthless feedback. Hargrove (2003:63)
declares that people learn through study and practice and by receiving
meaningful feedback. The author feels that it is important to set up structures for
coaching but also processes for meaningful feedback.
3.3.2.8 Lifelong learning
 Participants believed that: “Coaches need to be lifelong learners, they never
reach a point where they have arrived.”
Since Plato’s time, people have appreciated that true wisdom does not come
from sheer accrual of knowledge, but from a healthy respect for, and curiosity
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about the vast realms of knowledge still unconquered (Pfeiffer & Sutton,
2006:73).
The OBE experiential learning approach encourages an attitude of lifelong
learning. Lifelong learning, in the context of OBE, is a framework which stresses
that people learn, both formally and informally, throughout their lives. This offers
the momentum for providing adults with continuous learning opportunities
(Coetzee, 2002:131).
According to Candy, Crebert and O’Leary (in Knapper & Cropley, 2000:47) the
characteristics of a person well qualified for lifelong learning include the following:
§ An inquiring mind characterised by a love of learning, curiosity, a critical
spirit and self-monitoring of their own learning;
§ helicopter vision involving mastery of a particular field paired with a broad
vision and a sense of the interconnectedness of diverse fields;
§ information literacy, including skill in locating, retrieving, decoding (from
different sources, such as words, charts or diagrams) evaluating,
managing and using information;
§ learning skills focused on deep learning (deep learning is to be contrasted
with surface learning, that consists essentially of acquisition of facts),
deduction of general principles underlying specific knowledge that can be
applied in new situation, not just ones identical to the condition in which
the learning occurred;
§ a sense of personal urgency drawn from a favourable self-concept, self-
organising skills and a positive attitude to learning.
Business in the 21st century is in a state of perpetual change and today’s
knowledge will be obsolete in five years’ time (Pretorius, 1998:vii). According to
Zues and Skiffington (2002:23) there is no such thing as an ideal or perfect
coach. Knowledge is a continuous process and so is staying abreast of change.
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There is a consistent need for follow-up seminars and workshops to continue to
develop professionally and to advance.
3.3.2.9 Supervision and support
Supervision can be one of the most powerful learning environments for coaches.
The need was expressed by participants that supervision should actively be
included in the programme:
“Die opleiding van team coaches gaan beteken baie, baie supervisie...”
(The training of team coaches will mean a lot of supervision...)
“When they go out and practice there should be some supervision actively
included in the programme.”
 “Also linking to supervision, on an advanced level the coach should have a
support system. I think that is very important. I think if you have no support as a
coach then you have nothing or I believe that if you are a therapist you should
have therapy, as a coach you need someone…  to highlight your blind spots,
because you are only self-aware to a point.”
Douge and Hastie (1993:17) remark that one of the developments in main stream
education that has great potential for coaching is that of clinical supervision and
peer coaching. Supervision has a two fold purpose: First to provide support and
ongoing learning to the coach through ongoing examination of the coaching
process and secondly, to provide a quality control mechanism for the client. It
provides a richly perceptive reflective space, where individual coaches or groups
of coaches, can gain awareness and insight about their coaching.
Cilliers (2004:41) and Downey (1999:132) agrees that the coach needs
supervision (a type of coaching the coach). They feel that it should be done by a
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“psychoanalytically informed consultant” in the so called third person in order to
counter the sometimes overwhelming experience of containing the feelings,
symbols and defences from coachees. The intent is to avoid one’s life and
experiences becoming mixed up with the client’s, to improve performance, obtain
job satisfaction and maintain quality coaching practices. This person should also
be an experienced practitioner in the art and science of coaching.
 The above mentioned authors warn that when you have developed a certain
degree of skill and are familiar with the models to the point that you have almost
forgotten them, you might turn your attention to the ways in which you
unconsciously impact on the coachee. Supervision involves one person
overseeing the work of others.
Peer coaching refers to the process where one coach helps another to improve
skills or develop new practices through dialogue and discussion. It is seen as
formative and ongoing rather than summative and evaluating. Through this
method, learners learn to pay attention to observation and to assess and
exercise judgement (Mellish, et al. 1998:159).
3.4 CONCLUSION
This chapter described the demographic profile of the target population and
sample, followed by the results and literature control. The data analysis revealed
participants’ expectation of a programme for team coaches to facilitate the mental
health of managers. The need for the programme to be situated within the
legislative context of South Africa, accompanied by entry levels and levels of the
coaching programme was discussed along with the knowledge, skills, attitudes
and cognitive strategies. Strategies to coach coaching were addressed as well as
the importance of lifelong learning. This chapter concluded with the importance of
placing supervision and support for coaches within the programme for team
coaches.
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CONCEPTUAL FRAMEWORK TO A PSYCHO-EDUCATIONAL PROGRAMME
FOR TEAM COACHES TO FACILITATE THE MENTAL HEALTH OF
MANAGERS
4.1 INTRODUCTION
The previous chapter described the data and literature control according to the
themes as they emerged from the data analysis. This chapter describes the
conceptual framework and approach for a psycho-educational programme for
team coaches to facilitate the mental health of managers based on the themes
described in chapter three. The programme will be comprehensively described in
chapter five.
4.2        CONCEPTUAL FRAMEWORK
The conceptual framework reflects Dickoff, James and Wiedenbach’s (1968:423)
thinking map, with reference to the agent, recipient, outcome, context, motivation
of the activity and the procedure.
In this thinking map, the concepts that apply to this research refer to:
Table 4.1  Thinking map according to Dickoff, et al. (1968:423)
Agent Coaching educator
Primary Recipient
Tertiary Recipient
Learner team coach
Managers/teams
Context Southern African corporate and
business environment
Outcome A psycho-educational programme for
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team coaches to facilitate the mental
health of managers
Motivation Current insufficient accredited
programmes for team coaches
Procedure Cyclical OBE Model
Each aspect is now described as a building block leading to the final graphic
description of the programme.
4.2.1 The role of the coaching educator as agent
Fig. 4.1 The coach educator as agent
The agent for the promotion of the psycho-educational programme for team
coaches is the coach educator. The circle is a universal symbol depicting the
wholeness of the coach. The yellow-orange colour of the circle depicts intellect,
enthusiasm and energy. The inner upward facing triangle symbolises the three
fold internal environment of the coach educator, namely body, mind and spirit.
Body includes all physical structures and biological processes. Mind/psyche
refers to all intellectual, emotional and volition processes of the coach educator.
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The intellect includes the competence and quality of psychological processes of
thinking, association, analysis and understanding. The emotions of the coach
educator are a complex state and include affection, desires and feelings. Volition
refers to the process of decision-making in the carrying out of choices. Spirit is
the aspect of the coach educator that reflects his/her relationship with God and
consists of two interrelated and integrated components namely relationships and
conscience. The green of the triangle combines the cold blue light of the intellect
with the emotional warmth of the sun to produce wisdom.
The coach educator is a whole person in interaction with his or her internal and
external environment in an integrated manner. The external environment
embodies the dimensions of physical, social and spiritual. Physical refers to
structures in the external environment of the coach educator, group or
organisation. Social refers to the human resources in the external environment
and spiritual refers to the values and or religious aspects of the external
environment, group or organisation, (Rand Afrikaans University, 2002:5-7).
Within this framework the external environment also refers to the context within
which this research and programme is situated (see 4.2.4). According to the
Theory of Health Promotion (Rand Afrikaans University, 2002:4), mental health
is a dynamic interactive process within the person’s internal and external
environments.
As this programme culminates with the facilitation of the mental health of
managers, it is imperative that both the coach educator as the agent and the
learner team coach as primary recipient of the programme demonstrate
internalised mental health behaviour and role-models mental health. In the words
of Leo Buscaglia: “you can only give to others and convince others to the extent
that you have.” (Buscaglia, n.d:CDRom).
Perko and Kreigh (1988:27) describes a mentally healthy person is an individual
who has self-awareness, who likes, respects and accepts himself for what he/she
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is and who acknowledges his/her limitations and seeks improvement. Carl
Rogers refers to the characteristics of an “optimal person” and finds that the
person whose psychological growth is optimal is said to have achieved positive
mental health (Rogers, 1969:279, 280). For Rogers the end point of
psychological growth would be characterised by the person being open to
experience. He/she would live fully in and with each and all feelings and
reactions, able to select from a multitude of possibilities, select that behaviour
which at that moment of time will be most generally and genuinely satisfying. The
person must be able to trust, not because relationships are infallible but because
he/she is fully open to the consequences of each action and correct them if they
prove less than satisfying.
These aspects link strongly to Emotional Intelligence as discussed in chapter
three. Perko, et al. (1988:27) notes that failure to possess one or more of the
elements listed does not connote mental illness. Immaturity or a lack of specific
elements merely points out areas of inadequacy and decreased potential for
optimal functioning.
With reference to mental health and a relationship with self Perko, et al.
(1988:28) highlights the following characteristics that the person (coach educator)
should exhibit:
§ Self-knowledge and a sense of identity, the coach educator accepts
him/herself, both in terms of strengths and weaknesses.
§ The ability to accept criticism.
§ Meeting or postponing gratification of basic needs.
§ Setting appropriate short and long-term goals and the ability to move
towards actualisation.
§ The capacity to establish and live according to a value system.
§ The ability to use past experience to illuminate the present and to plan for
the future.
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§ The facility to value productivity culminating in achieving satisfaction and
enjoyment from work.
§ The ability to integrate thoughts, feelings and actions.
§ The skill to resolve conflict.
In terms of relationship with others, the coach educator should be able to:
§ Establish and maintain positive relationships based on mutual trust.
§ Assume responsibility for terminating those relationships that may be
harmful or detrimental.
§ Validate feelings.
§ Work collaboratively.
§ Accept compromises when appropriate.
§ Communicate directly.
§ Use body gestures to enhance or facilitate communication.
§ Vary the content of communication appropriate to the situation.
Rogers (1969:281) adds that the (coach) educator should experience the other
person (learner) to be a person of unconditional self-worth. Of value no matter
what his/her condition, behaviour or feelings are. It means that the coach
educator is able to let him/herself go in understanding this learner; that no inner
barriers keep him/her from sensing what it feels like to be the person (learner) at
that moment of the relationship and that he/she can convey something of this
empathic understanding to the person. It also means that the coach educator is
comfortable in entering the relationship fully, satisfied with providing a climate
which frees the learner to become fully and optimally self.
With regard to the coach educator’s relationship with the environment, the
following are key areas of abilities:
§ To organises the environment.
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§ To exert control over or modify the immediate environment.
§ The ability to adapt to change.
§ To engage in planned, thoughtful and responsible activity.
§ The capacity to resolves power struggles through cooperation and
collaboration.
I would like to add a further dimension to the aspect of mental health and that is
the aspect of balance within these environments. It has been my experience as a
business coach that derailment is often the result of a lost balance. Dewitt Jones
has a powerful description of balance: “To find a new balance in my life. Not one
of limitation, but one of possibility, not an either/or balance but a both’ and
balance between what I do and who I am. A balance that would allow me to take
it all in till I was full to overflowing and then with gratitude, and with grace, to give
back.” (Dewitt, n.d.:CDRom).
With reference to intellect the coach educator should have a sound knowledge of
the philosophy and methodology of outcomes-based education, constructivist
approaches and applicative inquiry as well as expert knowledge in team coaching
and business processes. The coach educator is not merely a presenter of
knowledge, but rather a facilitator of the learning process in the learner.
The coach educator crafts powerful outcomes, as the way forward in accepting
personal learning. Both the coach educator and the learner share the
responsibility for, and control over the learning process. The coach educator
focuses on the learner and his/her needs and acknowledges human diversity with
the aim of allowing all learners to achieve their full potential. In order for this to
happen the coach educator is responsible for creating and controlling the
facilitative context and the conditions under which learners can succeed. This
context includes a climate of physical and psychological safety, motivation,
challenge and invitation, bringing about honest interaction, engaged learning and
opportunities for the application of knowledge within real-life contexts.
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As a coach educator, the person acts as a role-model, mentor and agent of
change to the learner, guiding and supporting through active listening, asking
stimulating and thought provoking questions, giving feedback and evoking
explanations. Their responsibility extents beyond the routine scheduling of
activities to a penetrating analysis of higher aspirations and the changes required
to achieve them, the diagnosis of obstacles that must be overcome in achieving
these changes and the planning of effective strategies for accomplishing the
desired results.
4.2.2 Recipient
The recipients to the psycho-educational programme for team coaches to
facilitate the mental health of managers are divided into primary and secondary
recipients.
4.2.2.1 The learner team coach as a primary recipient
Fig. 4.2 The learner team coach as primary recipient
Cl
ick
 to
 bu
y N
OW
!
PD
F-XCHANGE
w
ww.docu-track
.co
m C
lic
k t
o b
uy
 N
OW
!
PD
F-XCHANGE
w
ww.docu-track
.co
m
As with the agent of the programme, the mental health of the primary recipient, in
this case the learner team coach, is of great importance as the learner team
coach will ultimately be engaging directly with the managers to facilitate their
mental health. The learner team coach is also viewed as a whole person in
interaction with the environment in an integrated manner. These concepts are
explained under the heading of the agent as well as the concept of mental health.
The same would apply to the learner team coach.
Within the context of this psycho-educational programme for team coaches to
facilitate the mental health of managers, the learner team coaches are adult
learners and as such are capable of self-directed learning, taking responsibility
for their own learning and critical thinking. Adults have an increasing reservoir of
experience that becomes a rich source of learning for themselves and others and
as such they attach more meaning to learning they gain from experience than
that which they acquire passively. The adult becomes ready to learn when they
experience a need to learn in order to cope with a more satisfying real life task or
problem. Adults see education as a process of developing increased competence
to achieve their full potential in life. They want to be able to apply the knowledge
and skills to living more effectively tomorrow (Knowles, 1980:43, 44).
In as much as adults share characteristics it is important to bear in mind that
each learner will undoubtedly bring, willingly or unwillingly, consciously or
unconsciously, his/her unique characteristics to the educational setting. They
remain individuals with unique life histories and needs.
4.2.2.2 The manager/team as secondary recipient
“Being coached means that you have the ability, potential and talent to become
much greater than what you are,” Hillary (2003:11). According to John Wooden, it
is impossible to excel in something if you are not truly devoted to it and believe in
it (Kaye & Kleiner, 1996:30). Wooden is well known for his “pyramid of
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successes” and the essential building blocks form the cornerstone of what is
required from managers and teams. These blocks include the following: the
cornerstone of industriousness and enthusiasm, followed by friendship,
cooperation and loyalty; self-control and intensity; alertness and initiative; skill
and team spirit and lastly confidence and competitive greatness.
Industriousness and enthusiasm
“No building is better than its structural foundation, and no man is better than his
mental foundation,” (Wooden & Tobin, 1988:1). This simply translates into “Do
what you love and love what you do.”
Friendship, cooperation and loyalty
Rapport within the team must be strong enough to build trust. A strong team is
one that is supportive, whose members are there when you need them, in short
reliable people.
Self-control and honesty
Consistency, stability and the ability to remain focused, regardless of the
obstacles, are traits that support long term fortitude.
Alertness and initiative
Each manager/team member must broaden his/her ability to think and act quickly
and competently. They must be able and willing to make independent decisions;
to allow for mistakes and to develop from experience. To promote individual
excellence, each must stretch the others to the limit in order to create stronger,
more productive team members.
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Conditioning, skill and team spirit
Each member of the team must be able to find his/her inner strength. Team
members must be able to define their own needs, develop their own strengths
and maintain their own centre of balance. Each individual must remain flexible
and believe in the good of the team.
Poise, confidence and competitive greatness
The ability to be yourself, to know your own skills and to be comfortable with
them and lastly the ability to use your strengths with courage.
The threads that hold the pyramid together are representative of the attributes of:
§ Ambition, which when properly focused, will be an asset.
§ Adaptability or the ability to work with others and respond to different
challenges.
§ Resourcefulness, or the ability to use good judgement in different
situations.
§ Faith, to pick yourself up and try again.
§ Patience, reliability, integrity, honesty and sincerity.
Coaching is not for the faint hearted. If the individual manager or team is not
motivated and committed to the process and if there is no chemistry with the
coach, then the coaching process will not have the desired effect and the set
outcomes will be difficult to achieve. Where a manager/team has been sent for
coaching as a remedial treatment, they are more likely to be hostile and unlikely
to participate. The managers/teams must therefore be willing, committed partners
in the process (Hamlyn, 2004:29).
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4.2.3 The outcome of the activity
Fig. 4.3 The outcome of the activity
The outcome of the activity is to bring into being a Psycho-educational
programme for team coaches to facilitate the mental health of managers. By
doing so the void currently experienced in terms of empirically sound, accredited
programmes for team coaches will have been filled and an avenue will exist in
which to support managers to obtain or maintain optimum mental health. The
outcome of the activity is symbolised by the purple arrow. It symbolises power
and the colour purple combines the stability of the colour blue and the energy of
the colour red to represent spirituality, ambition and mastery.
4.2.4 The Southern African corporate and business environment as the
context in which the Psycho-educational programme for team
coaches will be implemented in order to promote the mental health of
managers.
The arousing properties of the colour yellow symbolises the awakening of
coaching within the dynamic Southern African business environment. Although
coaching is relatively new within the Southern African context, organisations are
demanding to see a return on their coaching investment. They are asking “what’s
in it for me?” The corporate world is looking for added value in coaching and is
asking the kind of question that is relative to the investment made in the coaching
intervention. The pressure is on to discover the best routes and benchmarked
ways (Price, 2005:60).
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In as much as the corporate and business world are making demands on team
coaching practices, they too have certain responsibilities for team coaching to
succeed. In order for coaching to succeed, a thorough company diagnosis in
terms of the organisation’s readiness for coaching should be done including all
relevant stakeholders for optimum buy-in. Expectations and outcomes have to be
determined and plotted so that evaluation and measurement can take place. The
company’s internal communication processes have to be well focused so that
learning loops are closed and knowledge transferred throughout the entire
process.
Every organisation has a unique learning character and culture. Coaching
managers and teams takes place in the context of their workplace and problems
in organisations are inseparable from people and how they think and behave
(Zues & Skiffington, 2002:193). Learning is intrinsic to work performance an as
such does not occur in a classroom or workshop setting. Organisations need to
be aware of the critical impact on productivity and growth. Creating an
environment for transformational learning involves long-term commitment to
continuous growth and learning from all stakeholders. Many organisations focus
only on the intellect and tend to disregard the emotional needs of individuals.
Team coaches should support organisations to develop safe, constructive
learning environments where CEO’s and management teams incorporate the
emotional aspects of learning and development into their business strategies and
processes.
4.2.5 Motivation for a Psycho-educational programme for team coaches to
facilitate the mental health of managers
The motivation for a psycho-educational programme for team coaches to
facilitate the mental health of managers emerged from the pressures on business
managers to produce results without the necessary competency or support, often
leading to managerial derailment. Although coaching presented a solution to the
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problem, the current lack of accredited programmes for team coaches in
Southern Africa was preventing the full benefit of coaching to be harnessed.
4.2.6 Procedure for implementing a psycho-educational programme for
team coaches to facilitate the mental health of managers
The procedure of implementing a psycho-educational programme for team
coaches to facilitate the mental health of managers is discussed firstly in terms of
the approach to the programme, thereafter the cyclic OBE model that
encapsulates the process and finally the internal process of the programme.
4.2.6.1 Approach to the programme
The psycho-educational programme for team coaches to facilitate the mental
health of managers is based upon a facilitative and constructivist approach and
Appreciative Inquiry. As with the outcome the colour purple combines the stability
of the colour blue and the energy of the colour red to represent spirituality,
ambition and mastery.
Fig. 4.4 The approach to the programme
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These approaches are now discussed:
4.2.6.1.1 Facilitation
One should never negate the learner’s need to be guided through the learning
process and the learning programme as they are working on the attainment of
outcomes (Olivier, 1998:40). Rogers (1969:105, 126) sees the “facilitation of
learning as the aim of education.” According to this author there are certain
qualities which facilitate learning. These qualities start with the quality of the
interpersonal relationship between the facilitator (coach educator) and the
learner. Firstly is a realness or geniuses in the facilitator of learning. It means that
the coach educator, and after completion of the programme the learner coach,
can be him/herself. The person is real in the relationship and can be enthusiastic,
bored, interested, angry, sensitive or sympathetic. Because he/she accepts these
feelings, they do not need to impose it on others. Therefore the coach educator is
a real person to the learner, not a “faceless embodiment of a curricular
requirement or a sterile tube through which knowledge is passed from one
generation to the next.” When the realness includes prizing, caring, trust and
respect for the learner, the climate for learning is enhanced. When it includes
sensitive and accurate empathic listening, a freeing climate which fuels self-
initiated learning and growth, arises.
The facilitator imparts knowledge which is accessible, or needs to be explained.
They provide guidance on how and where information can be obtained and
demonstrate whatever needs to be demonstrated. Their function is to mentor,
assist and guide social interaction, problem-solving, interpretation of information,
methodologies adopted, opportunities and resources and contextualising
outcomes. The facilitator aligns the world of learning to the world of work and
propagates creativity by means of self-learning, self-development, integrated
thinking, social interrelationships and focusing on developing higher order
thinking, communication and decision-making (Olivier, 1998:40).
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4.2.6.1.2 Constructivist approach
Constructivist approaches draws on a range of fields, including second order
cybernetics and contemporary linguistics and epistemology. It centres on the
development of a rational model of cognitive activity of either individual or
collective variety, including the narratives which are devised to give shape and
meaning to our actions and learning. Our knowledge, ideas, attitudes and values
are therefore shaped mainly through our interaction with others and this
interaction occurs within a specific cultural context. Cognitive development takes
place through our conversations in interactions with more capable members of
the culture – other adults or more capable peers (Mellish, et al. 1998:32).
My decision to utilise a constructivist approach is based on the following
implications for instructional design and is guided by the participants needs for
the programme. A constructivist approach provides for multiple representations of
reality and the natural complexity of the real world. The focus is on knowledge
construction, not reproduction and tasks are presented authentically
(contextualising rather than abstracting instruction). The constructivist approach
fosters reflective practice and enables context and content dependent knowledge
construction. Lastly the approach supports collaborative construction of
knowledge through social negotiation.
A constructivist approach provides me with the opportunity to respond to the
practical issues in adult education within this programme. For adults learning
requires more effort, more time, more critical reflection on what they already
know, more opportunity to test new learning in safety from feeling foolish or
incompetent and clearer pointers to the essential core of what is to be learnt
(Knapper, et al. 2000:53). According to this author, teaching of adults should
emphasise self-directed learning, experiential learning, contextual learning,
actualised learning and systemic learning.
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Self-directed learning (SDL)
Self-directed learners are people who take responsibility for planning, carrying
out and evaluating their own learning endeavours. Within self-directed learning
the new knowledge learned is relevant to the interests of the learner and the task
at hand. Self-directed learning is closely linked to reflection-in-action and the
coach educator aids learners in two kinds of reflection. To immediately deal with
the problem and to organise a solution and a post-mortem. And after that, to see
if the problem is recurrent and can be avoided by restructuring work processes.
The benefits of SDL are best described in terms of the type of learners it
develops. Self-directed learners demonstrate a greater awareness of their
responsibility in making learning meaningful and monitoring themselves. They
are curious and willing to try new things, view problems as challenges, desire
change, and enjoy learning. Self directed learners are generally motivated and
persistent, independent, self-disciplined, self-confident and goal-oriented.
Experiential learning
Experiential learning involves the whole person, feelings and intellect. There is a
merging of logical and intuitive thinking, knowledge and feelings, concepts and
experiences, ideas and their meanings. Experiential learning consists of four
elements, namely experience, reflection, action and revisiting the experience
(Mellish, et al. 1998:98).
It is most important that the experiential learning should contain an experience
that embraces knowledge, skill or both, and also the standard that is expected to
be attained. The experience is retained by bringing it forward into the learner’s
consciousness. Reflection follows and can be individual or group reflections,
written or verbal, structured or unstructured. Action follows reflection with the
learner practicing, testing or experimenting with new concepts or skills. Finally,
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the learner revisits the experience with a different and more acute awareness of
the original experience and the knowledge gained from the experience may be
tried out in different situations.
Contextual learning
Contextualising learning by providing instruction directly related to the life
experiences or functional contexts of adult learners grows out of this
constructivist approach to learning. Goals of learning are derived from the
learner’s own life, personal or professional. Learning activities must fit within –
related to both time and space – the everyday-life context which includes work,
family life and social life.
Actualised learning
Actualised learning refers to the immediate application of the results of learning
to the individual’s situation. Learning programmes need to be proactive in seeing
that they present opportunities for the practical application of learning to real life
situations. One way is to link the learner’s career aims to the projects and/or
dissertation which form the later part of the programme.
Systemic Learning
Systemic learning implies the coordination of goals, content, methods and
evaluation of learning in light of the characteristics noted above. Each aspect is
tied to the other and alteration in one part of the learning system impacts on the
whole system of learning.
Based on a constructivist approach certain assumptions of the programme for
team coaches to facilitate the mental health of managers emerge, namely:
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§ Knowledge cannot be transmitted or be neutral, it must be constructed by
each learner individually. As such knowledge is an idiosyncratic, dynamic
construction of human beings. Learners are therefore not empty vessels;
they bring to their formal study of coaching a finite but diverse set of ideas
about events. It reintroduces the notion of responsibility for one’s own
actions.
§ Responsibility encourages greater participation by learners in their
appropriation of academic coaching knowledge.
§ An emphasis is placed on socialisation: Interaction is a condition of the
subject’s emergence – “there is no me without us”. It is both in and by the
discourse of the other, in and by interactions and transactions that an
understanding of the self and others are shaped.
§ The coach educator is no longer the sole authority present; instead he or
she forms a community of validation with the learners. Shared meaning
may be facilitated by the active intervention of well prepared coaching
educators.
§ Motivation is intrinsic; the coach educator cannot motivate individuals.
They do however examine and clarify values, purpose and vision and
collaboratively identify goals that pull individuals towards achieving them.
Constructivism impacts learning in this programme in the following ways:
Curriculum – Constructivism calls for the elimination of a standardised
programme. Instead, it promotes using programmes customised to the learner’s
prior knowledge. It also emphasises hands-on problem solving.
Instruction – Under the theory of constructivism, the coach educator focus on
making connections between facts and fostering new understanding in learning.
The coach educator tailors their teaching strategies to learners’ responses and
encourages learners to analyse, interpret, and predict information. They also rely
heavily on open-ended questions and promote extensive dialogue among
students.
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Assessment – This becomes part of the learning process so that learners play a
larger role in judging their own progress (Brooks & Brooks, 1993:56).
4.2.6.1.3 Appreciative Inquiry
The reason for choosing Appreciative Inquiry (AI) as an approach to this
programme stems firstly from my worldview of people as capable, competent and
inherently good. The second reason stems from the clear voice of participants
requesting that the programme and team coach should: “Focus on the strengths
and not the weaknesses: (they should) concentrate on the strengths so that they
override the weakness.”Finally, the ability to manage and engage in change is a
fundamental aspect of mental health and as Appreciative Inquiry is a change
methodology, its place in this programme is well justified.
As stated previously Appreciative Inquiry is an organisational change
methodology developed by David Cooperrider and has been successfully
implemented in the business sector with definite applications for team
development (Head, 2000:59). People experiencing AI inspire each other to
leverage most powerful collective stories in order to dream and design a new
affirmative future. Ludema, Whitney, Mohr and Griffen (2003:6) reports dramatic
results in terms of relationship improvement, increase in co-operation and
measurable business performance. According to Ricketts and Willis (2001:5) AI
at its best generates an energy that causes people to change swiftly and
positively in relation to each other and in doing so their communities (learning
and organisational) are transformed to the point that they are never again the
same.
AI is therefore the cooperative search for the best in people, their organisations,
and the world around them. It is based on the assumption that every living
system has a hidden and underutilised core of strengths, its positive core, which
when revealed and tapped, provides a sustainable source of positive energy for
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transformation (Cooperrider & Whitney, 1999:10; Ludema, et al. 2003:9). It
involves systematic discovery of what gives a system life when it is most
effective and capable in economic, ecological and human terms. AI involves the
art and practice of asking questions that strengthen a system’s capacity to
heighten positive potential. It mobilises inquiry through crafting unconditional
positive questions. In short it can be said that AI is an affirmative worldview that
shapes what we look for in people and organisations. The intention being to
discover and build on the strength and vitality of human systems as experienced
and reported by their members.
AI is rooted in social constructionism, appreciation and the generative power of
positive imagery. The historical roots form the five basic principles of AI namely:
constructionism, simultaneity, poetic, anticipatory and positive.
As a philosophy of science, Social Constructionism suggests that we have
considerable influence over the nature of the realities that we perceive and
experience, and to a great extent, we actually create our realities and our world
through cooperative symbolic and mental processes. The idea is that the future
of our organisations has not yet been invented; we can make anything we want
of it. We can socially construct them in the direction of our ideals. The
constructionist principle holds that human knowledge and organisational destiny
are interwoven. To be effective as executives, leaders, managers, educators and
change agents, we must be skilled in the art of understanding, reading and
analysing organisations and communities as living, human constructions,
(Fitzgerald; Murrell & Newman, 2002:206).
Teams’, organisations’ and people’s stories are constantly being co-authored and
inquiry and change cannot take place separately; these occur simultaneously.
Within simultaneity the question is the intervention. Past, present and futures are
endless sources of learning, inspiration and interpretation much like the endless
interpretive possibilities of a good piece of poetry, the poetic principle. The
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anticipatory principle is that the image of the future guides what might be called
the current behaviour of people or teams, what you focus on becomes your
reality. Building a sustainable momentum for change requires large amounts of
positive affective and social bonding. Things like hope, excitement, inspiration,
caring, camaraderie, sense of urgent purpose and the sheer joy of creating
something meaningful together.
As an approach to the programme for team coaches, I propose the integration of
Appreciative Inquiry and Experiential Leaning (EL). I deeply believe in the power
of Experiential Learning. I believe in reflecting on experience in order to extract
meaningful learning and develop inferred knowledge. Rickets, et al. (2001:6)
indicates that “by sharing and learning from common experience, people attain
high levels of rapport, empathy and trust as well as mutual understanding
necessary to risk and embrace change.” When integrating Experiential Learning
into each stage of Appreciative Inquiry, Experiential Learning supports and
illuminates the AI process, making each phase come alive for all stakeholders.
The four stages of AI include discovery, dream, design and destiny.
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Fig. 4.5 The four stages of Appreciative Inquiry
Discovery
Discovery is facilitated through interviews, surveys or other means creating and
collecting embodied personal stories of the best of times in the context of the
area of interest. Discovery opens lines of communication and creates
opportunities for honest dialogue, leading to the development of rapport
(Ricketts, et al. 2001:15).
According to Abraham Maslow, peak experiences are addictive. Once someone
has had a peak experience, they realise new possibilities and they make an
attempt to recreate the experience and the circumstances around which it
occurred. Ricketts, et al. (2001:6) claims that the same holds true for groups as
much as for individuals. When combining AI an EL, not only are stories extracted
from dialogue, but these stories are manifested into “peak moments of
excellence” through structuring experiences and interpersonal interaction.
Discovery
Appreciate
‘The best of
what is’
Dream
Imagine
‘What could
be?’
Destiny
Create
‘What will
be?’
Design
Determine
‘What should
be?’
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Dreaming
Dreaming is about imagining how life could be if more of the best of times
happened more of the time. Building a positive anticipatory image based on what
is known to be possible (the discoveries). Empathy is necessary in order for
people to share their dreams and to understand and relate to the dreams of
others. By establishing rapport and building empathy, the high levels of trust
required for success in Design, naturally occurs. In theory, Discovery and
Dreaming are separate processes. In practice however, they frequently occur
concurrently.
When integrating EL into the Dream phase, Ricketts, et al. (2001:17) indicates
that once again opportunities are created for peak experiences. This can be
described as short periods of time during which the group’s dreams and
aspirations come to life and provide a mental image that serves to illustrate the
ideal future and an easily remembered photograph for post programme
inspiration.
Design
Design entails that we think back from the future to how we need to be
organised, what we need to be doing now to increase the possibility of an
attractive future unfolding. It involves challenging the status quo thereby gaining
the traction necessary to generate sustainable, systemic change.
Experiential Learning, when combined with Design, provides prospects for
experimenting with thought provoking proposals and principles in a safe, low risk
environment. Design in this sense, occurs in a microcosm where individual and
communal reactions are observed, learning takes place, ideas and images are
tested and judgements are made. The group develops confidence through deep
and profound work that not only requires rapport and empathy, but calls for and
builds high levels of interpersonal trust.
Cl
ick
 to
 bu
y N
OW
!
PD
F-XCHANGE
w
ww.docu-track
.co
m C
lic
k t
o b
uy
 N
OW
!
PD
F-XCHANGE
w
ww.docu-track
.co
m
Destiny
Destiny is doing different things or things differently in a coherent and connected
way. This is inspired by the working together and coordination of mutual
aspirations, both energised by the positive energy generated.
Experiential Learning again provides the means for accelerating and deepening
Destiny. As communal understanding increases, solutions are enabled
throughout the community and organisation as awareness moves from the minds
of a few and takes root in the hearts and hands of many.
4.2.6.2 OBE cyclic model
Fig. 4.6 The OBE cyclic model
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The procedure for the implementation of a psycho-education programme for
team coaches to facilitate the mental health of managers utilises van der Horst
and McDonald’s cyclical OBE Model (van de Horst, et al. 1997:116). The model
proposes a continuous cyclic process which includes the following phases:
Learning outcomes, knowledge, skills, attitudes/values required by learner,
programme goals, assessment of learning outcomes, teaching-learning
resources/activities, facilitative instructional strategies and revision of key
aspects. The circle symbolises wholeness and the colour white suggests
simplicity and represents successful beginnings.
Learning outcomes
In the outcomes-based learning programmes, the programme design process
starts with the intended achievement, i.e. the outcomes (Olivier, 1998:2).
Outcomes based learning implies that the learners must demonstrate
achievement of an outcome, as well as involvement in the learning processes.
Learning outcomes are derived from cross-field outcomes, learning area
outcomes and learning programme outcomes.
Cross field outcomes are broad, generic cross-curricular outcomes and are
generally outcomes designed by SAQA and apply to all learning areas. The
critical cross field outcomes are:
1) Learners should be able to identify and solve problems by using critical
and creative thinking skills.
2) Learners should be able to work effectively with others as a member of a
team, group, organisation or community.
3) Learners should be able to mange themselves and their activities
responsibly and effectively.
4) Learners should be able to collect, analyse, organise and critically
evaluate information (i.e. conduct investigations and do research).
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5) Learners should be able to communicate effectively using visual,
mathematical and/or language skills in the modes oral and/or written
presentation.
6) Learners should be able to use science and technology effectively and
critically show responsibility towards the environment and the health of
others.
7) Learners should be able to demonstrate an understanding of the world as
a set of related systems recognising that problem-solving contexts do not
exist in isolation.
8) Learners should think about and explore a variety of learning strategies for
effective learning.
9) Learners should participate in communities with the necessary
responsibility (at local, national and international level).
10) Learners should be culturally and aesthetically sensitive across a range of
social context, for example racial, language and religious.
11) Learners should explore educational and career opportunities in order to
achieve their full potential.
12) Learners should develop entrepreneurial abilities.
There are eight learning areas namely:
§ Language, literacy and communication
§ Human and social sciences
§ Technology
§ Mathematical literacy, mathematics and mathematical science
§ Natural sciences
§ Arts and culture
§ Economic and management science and
§ Life orientation.
The purpose of the learning area outcomes (statements of outcomes as well as
assessment criteria and range statements) is to provide basic frameworks as
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guidelines. The learning outcome statement comprises of the knowledge, skills,
attitudes/values that the learner is expected to acquire in a given learning area.
The learning programme outcome
Learning programmes serve as guides to direct learners to achieving outcomes.
For each learning programme, a series of specific outcomes are formulated. The
learning programme outcome should have a rationale (to explain why the
programme exists), aims (to explain what the programme will achieve), and
outcomes (to indicate what the learners should learn).
Knowledge, skills, attitudes/values required by learner
All learners need to acquire a sound content or knowledge base in order to
develop expertise in manipulating the content in other contexts. It is however
necessary to move beyond content. A good outcome therefore has to indicate the
content knowledge, the competence (what the learner is doing) and the setting or
context (under what conditions is the learner performing). The knowledge, skills
and attitudes/values must serve the realisation of the outcomes. It must be
relevant, stimulating and motivating, promote opportunity for self-discovery,
practically achievable and must have a balance with regards to the extent and
depth of study. Lastly it should be functional and facilitate the empowerment of
learners to develop their full potential.
Programme goals
Curriculum goals are the intended outcomes to be achieved through the
implementation of the curriculum/programme. The goals are therefore statements
as to what must be achieved by the educational activities in particular didactic
situations and environments. The goals serve as a basis for selecting the
learning content of the programme and also acts as co-determinants of the
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teaching methods and learning activities by means of which the learning content
is taught (Fraser, et al.1996:99). The curriculum/programme goal also provides
guidelines and criteria for assessment. Clearly formulated goals motivate
learners to direct their activities towards the achievement of these goals.
It is imperative that the intended outcomes in all the domains (knowledge, skills
and attitudes/values) be explicitly stated. It is a fallacy that if cognitive outcomes
are developed, there will be a corresponding development of appropriate
affective behaviours (Krathwohl, et al. 1964:20). Affective behaviours develop
when they are explicitly stated as outcomes and learning experiences provided
for learners.
Assessment of learning outcomes
Assessment involves an evaluation based on values, norms and criteria. The
ultimate purpose of assessment is to measure learning outcomes. Additional
purposes include improving teaching, the curriculum/programme and the
conditions for learning. The emphasis of assessment should be on ongoing
assessment as a way to improve teaching and learning (van der Horst, et al.
1997:173) and should not only measure single outcomes but rather integrated,
holistic outcomes.
Teaching-learning resources/activities
The question that should be asked during this phase is “what is the best method
to achieve the outcomes and implement the planned lesson?” There is a close
connection between learning experiences, learning opportunities and teaching
methods (Carl, 2002:115). When choosing suitable teaching activities the
following should be kept in mind, the outcomes, subject content (facts, skills,
degree of difficulty), the learner (learning styles, abilities, preferences, interest,
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input choice) and the educator (personal style, ability, preferences, abilities,
initiative).
Facilitative instructional strategies
An instructional strategy can be defined as a broad plan of action for facilitating
activities with a view of achieving an aim (van der Horst, et al. 1997:124). Two of
the best known strategies are the deductive and inductive approaches.
The deductive strategy is based on the principle of priori logic. This proceeds
from a general law or premise, the truth of which is taken for granted in advance,
and then applied to a particular case. The coach educator who uses the
deductive strategy begins by giving learners some general law, rule or principle
and goes on to apply this to a specific case or instance. The learners
participation is confined to the application of the given statement, rule or
principle, to several examples. Although both strategies can be used in OBE, the
inductive strategy takes preference.
The inductive strategy is based on the principle of posteriori logic. This proceeds
from a particular set of causes or facts of experience to a general law or principle.
In instances where learners can make discoveries for themselves the inductive
strategy should be used.
Revision of key aspects
The revisions of key aspects are statements of learning outcomes which have not
been achieve. Should outcomes not be reached the process reverts back to the
knowledge, skills, attitudes/values required by the learner and repeats the
process.
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4.2.6.3 Cyclic and concentric ordering
Fig. 4.7 Cyclic and concentric ordering
The internal parameter of the circle depicts a cyclic or concentric ordering with
progressive extensioning (level five, six, seven and eight). The colour purple
symbolises mastery. The supposition of the concentric ordering is that the
learning of elementary concepts is essential before attempts are made to master
more complicated concepts. Progressive extension (increase in quantity or
amount of work) as well as deepening (increase in quality or level of difficulty)
occurs. The learner’s frame of reference is thus expanded systematically over a
period of time (Fraser, et al. 1996:134). The yellow-orange background colour of
the circle portrays the warmth and energy of the rising sun.
Cl
ick
 to
 bu
y N
OW
!
PD
F-XCHANGE
w
ww.docu-track
.co
m C
lic
k t
o b
uy
 N
OW
!
PD
F-XCHANGE
w
ww.docu-track
.co
m
Having discussed the building blocks of the conceptual framework the complete
framework is presented in Fig. 4.8.
Cl
ick
 to
 bu
y N
OW
!
PD
F-XCHANGE
w
ww.docu-track
.co
m C
lic
k t
o b
uy
 N
OW
!
PD
F-XCHANGE
w
ww.docu-track
.co
m
Cl
ick
 to
 bu
y N
OW
!
PD
F-XCHANGE
w
ww.docu-track
.co
m C
lic
k t
o b
uy
 N
OW
!
PD
F-XCHANGE
w
ww.docu-track
.co
m
4.3 CONCLUSION
This chapter described the conceptual framework and approach for a psycho-
educational programme for team coaches to facilitate the mental health of
managers. The conceptual framework was guided by the thinking map of
Dickhoff, et al. (1968:423) and it was presented schematically, followed by a
detailed description of the components of the conceptual framework and
approach.
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DESCRIPTION OF A PSYCHO-EDUCATIONAL PROGRAMME FOR TEAM
COACHES TO FACILITATE THE MENTAL HEALTH OF MANAGERS
5.4 INTRODUCTION
Chapter four discussed the conceptual framework and approach to the psycho-
educational programme of team coaches to facilitate the mental health of
managers. This chapter describes the programme according to the different
levels as proposed by participants and includes a brief summary of the content of
each module of the programme.
5.5 PROGRAMME LEVELS
The psycho-educational programme for team coaches to facilitate the mental
health of managers is arranged within the Higher Education and Training Band of
the NQF structure. The programme is positioned within four specific NQF levels;
five, six, seven and eight. Level five leads to the achievement of occupational
certificates and diplomas, level six to higher diplomas and first degrees, with level
seven higher degrees and level eight doctorates and further research degrees.
The content of the programme is presented in modular format. Management
team coaching is arranged within levels five and six. The modules allow for
creative combinations of short courses. This means that the modules for
management team coaching can be presented as needed for those coaches who
have already done their basic coaching training. The courses follow one another
and as such the successful completion of the one course leads to access of the
following course or programme. Recognition for prior learning is imbedded within
the programme process.
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A unique feature of this programme is that it includes a business component
throughout the programme. This addresses the Southern African concern of
severe skill shortages within business management and the challenges that it
brings.
An outline of the complete psycho-educational programme for team coaches to
facilitate the mental health of mangers is presented in Table 5.1. Thereafter each
aspect is briefly discussed.
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Table 5.1 Outline of the complete psycho-educational programme for
team coaches to facilitate the mental health of mangers
Short course in
business and team
coaching
NQF 5
Diploma in business
and team coaching
NQF 6
Masters in
business and
team coaching
NQF 7
Doctorate
NQF 8
§ Fitness
programme for
the whole
coach
Physical well-being
Emotional Intelligence
Spiritual well-being
Intellectual growth
Having fun
§ Basic
communication
skills
§ Psychological
and
development
models
influencing
coaching
§ Overview of
coaching
History of coaching
Different types of
coaching
Coaching versus
training, therapy,
counselling and
mentoring
Ethical behaviour of a
coach
Roles of the coach
Behavioural profile of
the coach
§ Overview of
team coaching
Defining team
management coaching
Advantages of team
coaching
§ Advanced
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5.5.1 Short course in business and team coaching
The short course in business coaching falls within level five of the NQF and
provides the neophyte coach with an introduction to coaching, team coaching
and business management. It also provides a basic foundation in terms of holistic
health, communication and an introduction to psychological models.
Recommended entry requirements include a grade 12 certificate or a NQF level 4
qualification and fluency in English as this would be the language of instruction.
The duration of the course is six months. On successful completion of the course
the learner receives a certificate in business and team coaching and has access
to the diploma in business and team coaching.
5.5.1.1 Fitness programme for the whole coach
To be of maximum assistance to clients and effective in practice the coach
should be physically, emotionally and spiritually healthy. Aspects of intellectual
growth and having fun are addressed.
5.5.1.1.a Physical well-being
For the most part the coach’s work is sedentary or as in my case, involves long
distance travelling which leads to extended sedentary periods. Physical
incapacity can place the coach/coachee at greater risk of heart disease, cancer,
diabetes and respiratory ailments (Sheafor, Horejsi & Horejsi, 1997:27). In order
to counter the risk, it is important for coaches to adhere to a programme of
regular exercise, eating balanced meals and managing stress.
5.5.1.1.b Emotional Intelligence
Emotional well being is promoted through an extensive emotional intelligence
programme. Emotional intelligence is the ability to sense, understand and
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effectively apply the power and acumen of emotions as a source of human
energy, information and influence (Cooper & Sawaf, 2000:324). This module
consists of an EQ assessment utilising the Reuven-Bar on EQ or the EQ Map™
and includes current environment (life-events, work pressure and satisfaction,
personal pressure and satisfaction), emotional self-awareness, emotional
awareness of others, intentionality, creativity, resilience, interpersonal
connections, constructive discontent, values and beliefs (compassion, outlook,
intuition, trust, personal power and integrity). EQ outcomes include general
health, quality of life, relational quotient and optimal performance which are
monitored and coached throughout the programme.
5.5.1.1.c Spiritual well-being
Spiritual wellness refers to the quality of inner-self or soul and is mostly personal
and internal and refers to aspects such as meaning and purpose in life, how to
live one’s life. Spirituality is dynamic and an ongoing journey. Spiritual health in
this module is promoted through creating an awareness of individual and
community spirituality through personal spiritual assessment, setting an
environment of support, providing guidance and encouragement.
5.5.1.1.d Intellectual growth
The world is changing at an ever-increasing pace. The knowledge that serves as
a foundation in this programme will be outdated within a short period. Learning
and intellectual growth should continue throughout the coach’s life. Deliberate
planning is needed to maintain motivation and momentum. This module sees the
coach constructing a personal career development plan through future pacing.
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5.5.1.1.e Having fun
Finding humour in work requires that the coach not take themselves too
seriously. They need to feel secure enough about who they are and what they do
to poke the occasional fun at themselves, the profession and life in general.
Humour is an antidote to adversity, stress and frustration. Fun activities are
identified by the coach educator and learner coach and are encouraged
individually or as a group.
5.5.1.2 Basic communication skills
The focus in this module is on generic communication and helping skills used
with individuals, groups or organisations. Communication is a process where one
individual conveys information either intentionally or unintentionally to another
(Sheafor, et al. 1997:142). This module includes a basic communication model,
attitudes laying the foundation for effective communication, sending and receiving
messages accurately, common problems in effective communication, verbal and
non-verbal communication, and assertive communication utilising “I” messages.
Okun’s (2002), Effective Helping: Interviewing and counseling techniques, is
used to facilitate this module.
Helping skills include building rapport through unconditional positive regard,
personal warmth and empathy, genuiness and caring. This is facilitated through
active listening, reflecting, paraphrasing and summarising. Basic questioning
techniques such as open-ended and closed questions, directive and non-
directive questions as well as visionary questions are addressed.
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5.5.1.3 Psychological and development models influencing coaching
practice
Coaching is a practice based in both psychology and a psychological process
involving a behavioural change (Zeus, et al. 2002:xvi). A basic awareness and
understanding of psychological models aids the appreciation of human and group
behaviour. Developmental models assists in the explanation of psychological
changes, both cognitive and social, which occur between birth and death.
Knowledge of developmental models provides insights into how people learn,
perceive, understand, recall and process aspects of the world (Hook; Watts &
Cockcroft, 2002:4).
 A brief overview of the basic psychological and developmental models
influencing coaching practice is addressed in this module. These include the
psychodynamic approaches to personality and development (Freud, Winnicot
and Jung), cognitive development (Piaget and Vygotsky), humanistic models
(Rogers and Maslow) and the psychosocial model (Erikson).
5.5.1.4 Overview to coaching
This module provides learners with an overview to coaching, its roots and types
of coaching. Coaching is juxtaposed to training, therapy, counselling and
mentoring. Ethical behaviours expected of the coach are addressed along with
the roles of a coach and the behaviour profile of a coach (Zues & Skiffington,
2000). The complete guide to Coaching at Work assists with the facilitation of all
coaching related modules unless otherwise stated.
5.5.1.4.a History of coaching
The history of the word “coach” is traced back to the 1500s. The history and roots
of coaching as a practice is sketched from the 1850s to modern day.
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5.5.1.4.b Different types of coaching
As coaching becomes more recognised as a legitimate profession, there is a
greater move to specialisation within the field (Zues & Skiffington, 2002:14). Four
major areas of coaching as we see them today are introduced; personal or life
skills coaching, business coaching, team coaching and executive coaching.
5.5.1.4.c Coaching versus training, therapy, counselling and mentoring
Coaching is a profession with a difference, and it is critical that it does not lose its
distinctiveness by becoming synonymous with other disciplines. Coaching is
therefore compared and contrasted to training, therapy, counselling and
mentoring. This would include the similarities that may exist as well as the
differences between these fields of practice. Finally an emphasis is placed on
how coaching draws from each of these disciplines.
5.5.1.4.d Ethical behaviour of a coach
As there are currently no ethical guidelines for coaching practice in Southern
Africa, the International Coach Federation’s (ICF) ethical guidelines and
professional standards are adopted. These guidelines are addressed in terms of
professional conduct at large, professional conduct with clients, confidentiality
and privacy, conflict of interest, reciprocal rights and responsibilities and the
coaching contract.
5.5.1.4.e Roles of the coach
According to Minor (1999:42) there are five different coaching roles appropriate
when implementing the coaching process.
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The roles include:
§ Sponsor: Gives high-performing employees exposure to important
information, decision-makers and other people in the organisation as well
as public recognition.
§ Mentor: One who is involved in a life-long process of self-development
stays current in respective fields and understands how networks and
corporate politics operate.
§ Appraiser: Helps the coachee assess his/her strengths, as well as
developmental needs, interests and performance goals, also provides
appropriate feedback and support.
§ Role model: Walks the talk and demonstrates the appropriate leadership
style, intentionally models certain desirable behaviour.
§ Teacher: Provides information, technical advice and expertise.
This programme adds the role of change agent (coaching is about change at
various levels; personal, groups and organisational, Zues & Skiffington, 2002:28).
As much as the coach has certain roles within the coaching process there are
also roles to avoid, such as those of evaluator, messenger and advocate.
5.5.1.4.f Behavioural profile of the coach
The ideal behavioural profile of a coach would consist of the behavioural
characteristics of a successful coach. These qualities can guide potential
coaches in their self-development agenda. This module elaborates on the EQ
qualities and includes motivations for becoming a coach, business acumen,
political acumen, contextual acumen, and problem-solving ability.
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5.5.1.5 Overview to team coaching
This module provides an outline to team coaching which includes the definition of
team coaching, the advantages of team coaching, the difference between groups
of people and teams and lastly the stages of group/team development.
5.5.1.5.a Team management coaching – 1
A general idea of team management coaching is provided, what it is and what it
is not. Team management coaching is compared and contrasted with group
therapy and team building.
5.5.1.5.b Advantages of team coaching
This module provides a synopsis of the advantages of team management
coaching versus individual coaching. It includes the advantages for the individual,
team and organisation and focuses on factors such as cost, collective resources,
synergy, roles and responsibilities of team members.
5.5.1.5.c Groups versus teams
Not all groups of people are teams. This module covers aspects such as “when
are teams appropriate?” It also looks at working groups and teams in terms of
their definition, sense of common purpose and commitment, defined
responsibilities and performance goals, behaviour, mindset, accountability,
dependability and support (Biech, 2001:1-12).
5.5.1.5.d Stages of group/team development
A team can be seen as an organism that goes through various stages of
formation and growth. Although each team has its own unique characteristics,
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teams generally undergo five stages of development namely forming, storming,
norming, performing and adjourning. The stages are described in relation to the
behaviour of team members and the coach’s role during each stage (Zues &
Skiffington, 2000:133).
5.5.1.6 Training and development
Coaching is a vehicle and a platform for learning (Zues & Skiffington, 2002:20). It
enhances the individual or team’s ability to learn and take effective action.
Learning presents us with opportunities and challenges and as each individual
who comes to coaching has a unique personality, fear and anxiety about learning
and learning style, so the coach needs knowledge about the adult learner and
different learning styles people present with. The coach is not a teacher but a
facilitator and needs facilitation skills so as to enhance the process of learning.
5.5.1.6.a The adult learner
In order to work successfully within the model of coaching as learning, the coach
requires a general understanding of adult learning principles. The assumptions of
Malcolm Knowles are discussed with reference to “What is an adult?”, “What is
andragogy?”, the concept of the adult, the role of the adult’s experience in
learning, the adult’s readiness to learn and the adult’s orientation to learning
(Knowles, 1980:43-50).
5.5.1.6.b Learning styles
Individuals often have preferred methods of learning but also preferred styles of
learning. The learning styles inquiry is based on Honey and Mumford’s (1987:66)
four basic learning styles namely the activist (the individual who likes to become
involved in experiencing situations), reflectors (prefers thinking things through),
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theorist (interested in ideas for their own sake) and the pragmatist (the individual
interested in ideas to see if they work).
5.5.1.6.c Facilitation skills
The coach acts as a facilitator of change and learning (Rogers, 1983:120). The
facilitation of significant learning rests upon certain attitudinal qualities that exist
in the personal relationship between the facilitator (coach) and the learner
(coachee). This module addresses the qualities of realness, prizing, acceptance
and trust as well as empathic understanding. Thereafter setting a facilitative
climate is explored concluding with the facilitative role of the coach.
5.5.1.7 General business management
Management is the process of getting work done through others (Gillies, 1994:1).
General management refers to an understanding of and experience in
administrative, marketing, sales, financial, legal, analytical, human resources and
other non-technical, non-logistical functions found in businesses, government
agencies and non-profit organisations. This module forms the basis for
introducing management and management theories, the management process,
change management and diversity management.
5.5.1.7.a Introduction to management and management theories
This module investigates the definition of management and a number of
management theories in common use. The theories of Douglas McGregor,
Frederick Hertzberg, Chris Argyris and the approach of Robert Blake and Jane
Mouton are examined.
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5.5.1.7.b Management process
The management process consists of planning, organizing, leading and control.
Each of these aspects are studied in this module utilising Du Brin’s (2000) book
“The active manager: how to plan, organise, lead and control your way to
success” as a resource.
5.5.1.7.c Change management
Change management is a systematic approach to dealing with change, both from
the perspective of an organisation and on the individual level. Three aspects of
change management are explored namely: adapting to change, controlling
change, and effecting change. A proactive approach to dealing with change is at
the core of all three aspects. For an organisation, change management means
defining and implementing procedures and/or technologies to deal with changes
in the business environment and to profit from changing opportunities. The Six
Perceptual Positions Model and the Four Realities Model as described by Young
(2003:160-183) are utilsed to facilitate this module.
5.5.1.7.d Diversity management
Diversity management is explored from Gardenswartz and Rowe’s perspective
and includes the following layers of diversity: Organisational dimension, external
dimension, internal dimension and personality (Gardenswartz & Rowe, n.d). The
unique perspective and pressures of Southern Africa are explored along with its
management implications.
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5.5.2 Diploma in business and team coaching
The diploma in business and team coaching falls within NQF level six and follows
on the short course. The aim of this programme is to create competent business
team coaching practitioners who are able to meet diverse business team
coaching needs. Entry requirements include the successful completion of the
short course in business and team coaching, 25 years of age plus five years of
working experience or a three year tertiary qualification plus two years working
experience. The duration of the programme is 18 months. Recognition of prior
learning is given.
The diploma builds on the foundation laid in the short course and includes
advanced communication skills, the coaching paradigm, the coaching process,
team management coaching and the business component which focuses on
marketing management, financial management, human resource management
and labour relations.
5.5.2.1 Advance communication skills
Coaching is a conversation, a dialogue in which two or more individuals explore a
topic to gain greater understanding and knowledge, to explore possibilities and to
generate action (Zues & Skiffington, 2002:158). This module builds on the basic
communications skills and utilises the approaches of Neurolinguistic
programming (NLP) to enhance communications and change. Aspects
addressed are the Neurolinguistic Communication Profile (NCP) of Eicher, Jones
and Bearley (1990), the art and practice of asking powerful questions utilising the
4MAT Model (McCarthy & Morris, 1994:7 in Young, 2004:188), ways of avoiding
the question, working with deletions, distortions and generalisations, specific
questions to ask during the coaching process and matching other person’s way
of being.
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5.5.2.2 Coaching paradigm
According to Young (2004:7) a paradigm is “a rather loose term which refers to a
way of understanding the world, to a framework that gives meaning to
experience, to a distinctive way of perceiving a set of phenomena.” Within this
programme Constructivism and Appreciative Inquiry forms the basic approach on
which the programme builds. These approaches and their implications on the
coaching practice are explored.
5.5.2.2.a Coaching process
The coaching process refers to the steps involved in the establishment,
progression and development of the coaching partnership. The process model
adopted by this programme includes: Establishing the coaching partnership,
action planning, the coaching cycle and evaluation as well as follow-up (Zues &
Skiffington, 2000).
5.5.2.2.a.i Establishing the coaching partnership
Establishing a relationship with stakeholders through meetings, introductory
seminar (what coaching is, benefits, return on investment and interventions),
identifying organisational and coachee needs, resources and support,
establishing a mandate for direction (formal alignment in terms of the outcomes
expected, possible obstacles, rewards, roles and responsibilities, logistics,
financial arrangements and feedback procedures), proposal of services and
finalising the coaching contract.
5.5.2.2.a.ii Action planning
This phase involves meeting with the coachees and exploring concerns and
anxieties that might exist, assessment and diagnosis, profiling, establishing
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values, vision and goals. Issues around resistance are addressed. Alignment of
personal and organisational goals takes place and action plans are outlined and
agreed upon.
5.5.2.2.a.iii The coaching cycle
The remaining sessions are devoted to reviewing the coachee’s progress and
addressing obstacles or addressing realignment. Indicators of a successful
session are addressed.
5.5.2.2.a.iv Evaluation and follow-up
Evaluation is an ongoing process. Principles and feedback techniques are
investigated. Emotional aspects of ending a coaching relationship are addressed.
Follow-up comprises of aspects such as telephonic or electronic assistance and
reflective letters.
5.5.2.2.a.v Coaching tools and techniques
The term tool refers to instruments and techniques to the way the tools are used.
This module addresses the reason for using tools and techniques, general
guidelines in managing tools and factors that may interfere with assessment. The
following tools are investigated; personality as a tool, dialogue and questioning,
GROW (Goal, Reality, Options, Wrap-up) model (Landsberg, 2003:30), coaching
dashboard, 360 degree feedback and DISC personal profile system. Techniques
include problem-solving, SWOT (Strengths, Weakness, Opportunities and
Threats), brainstorming (Scannell & Newstrom, 1994:229), role-playing,
journaling and mind-mapping.
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5.5.2.3 Team management coaching – 2
This module follows the module on team management coaching of the short
course.
5.5.2.3.a Team dynamics and process
Team dynamics refer to aspects such as communication patterns within the
group, interactional patterns between group members, the group climate,
cohesiveness, group roles and group leadership. Group dynamic exercises from
Poggenpoel (1985:40) are adapted and employed to assist with the facilitation of
this module.
Like most other processes, group dynamics becomes a process of growth.
Knowing the phases assists with one understanding of how groups function.
Group processes includes group formation, group construction, group
acceptance, group communication, group performance and group resolutions.
Steyn and Uys’s (1998) “The small group: structure and dynamics” is prescribed
as a resource.
5.5.2.3.b Team coaching process
The team coaching process refers to a six step model as proposed by Zues and
Skiffington, (2000:139). The six steps include: Management meetings, individual
meetings with team members, first meeting with the team, second meeting with
the team, formal coaching session and management feedback.
5.5.2.3.b.i Management meetings
Meetings with management include aspects such as setting the coaching
intervention within the context of the organisations agenda, needs and resources.
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Discussions include team composition, suitability of individuals, team size and
logistics.
5.5.2.3.b.ii Individual meetings
Briefing members is discussed under the headings of the purpose of coaching in
the organisation, processes, benefits, anxieties and fears. Coachees’
expectations, the coach’s role, assessment and feedback procedures are
explained. Issues surrounding confidentiality are addressed.
5.5.2.3.b.iii First meeting with the team
This section addresses issues such as developing team rapport, rules of
engagement and session structures. Team outcomes, roles and responsibilities
are negotiated. Team assessment tools include: the team development
questionnaire, team effectiveness questionnaire, group Myers-Briggs Type
Indicator (MBTI) and the Fundamental Interpersonal Relations Orientation (FIRO)
instrument.
5.5.2.3.b.iv Second meeting with the team
Team vision and goals are looked at. The management of team resources and
structures receive attention.
5.5.2.3.b.v Formal coaching sessions
The role of a co-coach is discussed along with the criteria of high performing
world class teams.
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5.5.2.3.b.vi Management feedback
This section addresses organisational and team feedback practices as well as
termination of team coaching sessions.
5.5.2.3.c Managing team coaching pitfalls
This segment addresses obstacles to team coaching and the management
thereof. Obstacles around goals and expectations, roles, systems and
procedures as well as interpersonal issues are attended to.
5.5.2.3.d Measuring success in team coaching in terms of Return On
Investment (ROI)
The term ROI is clarified in this section. Factors contributing to ROI receive
attention as well as the measurement of ROI (Brooks, 2006:24-26).
5.5.2.4 Marketing management
Marketing management is the practical application of marketing techniques. It is
the analysis, planning, implementation, and control of programmes designed to
create, build, and maintain mutually beneficial exchanges with target markets
(Wikipedia). This module addresses issues pertaining to new developments in
marketing thinking; the market environment; market segmentation, targeting and
positioning; market information and research; product decisions; distribution
decisions; marketing communication decisions; pricing decisions; strategic
marketing and concludes with writing a marketing plan. Dalrumple & Parsons
(2000) “Basic marketing management” is a prescribed resource.
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5.5.2.5 Introduction to financial management
This module aims to introduce financial management to non-financial managers.
Aspects such as budgeting, types of budgets and the budgeting process are
addressed. This is followed by cost containment and basic accounting principles
and procedures. Financial statements and the components making up financial
statements are presented along with financial analysis. Kriek & Beekman’s
(2004) “Fundamentals of finance: A practical guide to the world of finance” is a
prescribed source.
5.5.2.6 Human capital management (HC)
The function of human capital management focuses largely on a more sensitive
approach to human analysis to determine what really works with employees. One
of the major aspects of human capital maintenance involves HC planning,
selection, recruitment, training and development and performance appraisal as
functions of human capital management. Organisational behaviour is discussed
with relation to structure, leadership, communication and motivation. Brewster’s
(2003) “Contemporary issues in HR management: Gaining a competitive
advantage” is recommended as a resource.
5.5.2.7 Labour relations
Labour relations are concerned particularly with the relationships established
between employers, employees and the state, while engaged in economic
activity in a labour setting (Bezuidenhout, 1993:664 in Booyens, 1993). This
module pays attention to the labour relations system, collective bargaining
mechanisms, solving of disputes, industrial councils, conciliation boards, the
industrial court, mediation and arbitration, principles and practices of labour
relation management and the implementation of labour relation policy and
procedures. Reduction of staff, disciplinary measures and grievances are
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addressed and concludes with conflict management and negotiation skills
(Bendix, 2000).
5.5.3 Master in business and team coaching
The master’s programme in business coaching is on NQF level seven.
Requirements for entry include the successful completion of the diploma in
business and team coaching course. The duration of the course is two years.
Recognition of prior learning is awarded.
This programme aims to provide the coach with the competencies and skills to
coach at executive and strategic organisational level. The content includes
executive individual and team coaching, corporate governance, strategic
leadership, research methodology and concludes with a mini-dissertation. On
completion of this programme the learner is a master business and team coach.
5.5.3.1 Executive individual and team coaching
The need for executive coaching stems from the enormous demands placed on
executives within corporations and businesses today and as with managers the
increased risk for executive derailment. This module investigates the different
types of executive coaching namely coaching for skills, performance,
development, coaching the executive’s agenda, executive self-awareness and
life issues in executive coaching. Assessment in executive coaching and
executive coaching tools and techniques are addressed. The module wraps up
with the coaches understanding the organisational imperative and political savvy
required by the coach.
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5.5.3.2 Corporate Governance
This module addresses the seven characteristics of good corporate governance.
These are discipline; transparency; independence; accountability; responsibility;
fairness; and social responsibility. These aspects are discussed according to
Fisher and Hoffman PKF’s (2003) “Outline of Directors’ Responsibilities” as
outlined in the King II report.
5.5.3.3 Strategic leadership
“Leadership ability is always the lid on personal and organisational effectiveness”
Maxwell (2004:132). This module looks at the building blocks of strategic
leadership, the impact of leadership, effectively casting a vision, extending
influence, interpersonal relationships in leadership and equipping for the next
level. The latest publications of the Harvard Business Review are used to
facilitate the learning in this module.
5.5.3.4 Research Methodology
The module on research methodology aims at mastering the acquisition of
thinking skills and the application of knowledge, skills and attitudes in the
research process. Aspects addressed include research theory and science,
research process, conceptual frameworks, quantitative versus qualitative
research, validity and reliability/trustworthiness, ethical aspects, augments and
logic in research and reports, technical aspects of research and the
communication and evaluation of research (O’ Leary, 2004).
5.5.3.5 Mini-dissertation
The mini-dissertation consists of doing research and the writing of a research
report which covers all aspects of the research undertaken. Aspects include
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problem statement, aims or objective of the research, research methodology,
findings, literature review, conclusions, limitations and recommendations. The
mini-dissertation forms part of the lectured course and is 90 to 120 words long.
5.5.4 Doctorate and further research degrees
Having completed the master’s in business and team coaching programme, the
learner is able to access the doctoral programme in business and team coaching.
The programme falls within the NQF level eight band. Requirements for access
include the successful completion of the master’s course in business and team
coaching or other relevant masters degree with a coaching qualification.
 With the doctoral thesis the research study should provide evidence that the
researcher has advanced to a level of competent, independent scholarship. The
final product of a doctoral study will thus reflect extensive intellectual work, work
that goes beyond collection of literature content and empirical data. The study
should make a contribution in terms of educational or coaching practice, policy or
theory, or methodological entrepreneurship and thus enhance social and
intellectual capital, (University of Johannesburg, 2005:20).
5.6 CONCLUSION
This chapter provided a description of the psycho-educational programme for
team coaches to facilitate the mental health of mangers. The programme is
arranged over four NQF levels commencing at level five, a short course in
business and team coaching, progressing to the next level, level six, diploma in
business and team coaching, then level seven, master’s in business and team
coaching and concluding with the doctoral programme on level eight. The entry
requirements and components of each of the programmes were discussed with a
brief summary of the content of each module. Chapter six provides guidelines for
the implementation of the programme.
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GUIDELINES FOR IMPLEMENTING A PSYCHO-EDUCATIONAL
PROGRAMME FOR TEAM COACHES TO FACILITATE THE MENTAL
HEALTH OF MANAGERS
6.1 INTRODUCTION
“Mens sana in corpore sano” is a famous Latin quotation from the Roman satiric
poet, Juvenal, 1AD. It translates as “A healthy mind in a healthy body.” Over
time, the phrase has come to mean that only a healthy body can produce or
sustain a healthy mind. As the psycho-educational programme for team coaches
culminates in mental health, the first part of the guidelines for the programme
implementation discusses the psychological or mental health aspect of the
programme. Thereafter the educational aspect of the programme guidelines will
be discussed.
6.2 GUIDELINES FOR THE PSYCHOLOGICAL ASPECT OF THE
PROGRAMME FOR TEAM COACHES TO FACILITATE THE MENTAL
HEALTH OF MANAGERS
There is no real excellence in all this world
which can be separated from right living.
~David Starr Jordan
In his book, The Seven Habits of Highly Effective People, Stephen Covey
(1992:289) states “… the single most powerful investment we can ever make in
life – investment in ourselves, in the only instrument we have with which to deal
with life and to contribute. We are instruments of our own performance, and to be
effective, we need to recognise the importance of time regularly to sharpen the
saw… ” The coach educator is a whole and fully human person who has no
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choice but to respond to professional responsibilities with his or her whole being.
Consequently, the coach educator’s physical, social/emotional, mental and
spiritual dimension will all influence and be affected by day to day experiences in
coaching education and practice. We take a look at how the coach educator can
sharpen the saw within the different dimensions in order to be a role-model (Zues
& Skiffington,2002:316) and ensure the best outcome for the psycho-educational
programme for team coaches to facilitate the mental health of managers.
6.2.1 Physical dimension
The physical dimension involves caring effectively for our physical body. This
would include eating the right kinds of foods, getting enough rest and relaxation
as well as exercising on a regular basis. Taking care of the physical dimension
should be a way of life and not a once off event. We should aim for a healthy
weight and be physically active each day.
Nutrition
The right kind of foods should generally consist of eating five meals per day, one
meal about every three hours. Eat a portion of protein and carbohydrates with
each meal and add a portion of vegetables to at least two meals a day. The
appropriate portion is approximately the size of the palm of your hand. Choose a
diet that is low in saturated fat and cholesterol and moderate in total fat and
prepare meals with less salt. Drinking at least eight glasses of water a day is
essential for good hydration.
Rest and relaxation
We rest and sleep because we need to. When people are faced with a stressful
situation at work, they often respond with absolute commitment by working
intensely hard at resolving it. To do this, they may work all hours, cancel
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vacations and cut back on sleep, all to make more time to tackle the problem. If
this is short-lived, the harmful effects will be minimal and success will often be
impressive. However, if this level of hard work is sustained for a long period of
time without relief, people put themselves at increased risk of ill-health and
burnout.
 Rest is what we do to let stress subside. Rest at the end of a day, and at the end
of a week helps us to calm down. Doing fun things that we enjoy in our leisure
time compensates for the stress we experience, bringing some balance back into
life. This is particularly important if we routinely experience unpleasant levels of
stress.
 A good way of getting rest and reducing long-term stress is to take up an
enjoyable, un-rushed sport or hobby. Slow physical activities such as sailing or
walking are good for this, as are others where there is little or no pressure for
performance. Reading novels, watching television or socialising can also be very
restful.
Vacations are particularly important. Make sure that you take your vacations and
that you use them to relax. Where possible, take two weeks off rather than just
one week. A common observation that people make is that they really do not
start to relax thoroughly until the end of their first week of vacation.
Sleep
On average, people need about eight hours sleep a night (this can vary between
three and eleven hours, depending on the person and his/her age). If we often
lack enough hours sleep, our concentration and our effectiveness suffer and our
energy levels decline. This reduces our effectiveness in our job and can therefore
increase stress: As our concentration wanders, we start to make mistakes. As
our energy declines, we become less proactive in what we do, reducing our
control over events. This means that a situation that is already difficult and
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stressful can become worse, needing even more sacrifice to bring it back under
control (MindTools).
Exercise
Doing frequent, effective exercise is one of the best physical stress-reduction
techniques available. Exercise is one of the activities that most of us don’t
consistently do because it isn’t urgent (Covey, 1992:289). Sooner or later we find
ourselves dealing with the health problems and crises that come as a result of
our neglect. Exercise has a number of benefits:
§ It improves blood flow to your brain, bringing additional sugars and
oxygen that may be needed when you are thinking intensely.
§ When you think hard, the neurons of your brain function more intensely.
As they do this, they can build up toxic waste products that can cause
foggy thinking (you may have experienced the feeling that your brain has
"turned to cotton wool"). By exercising, you speed the flow of blood
through your brain, moving these waste products faster.
§ Exercise can cause release of chemicals called Endorphins into your
blood stream. These give you a feeling of happiness and positively affect
your overall sense of well-being.
There is also good evidence that physically fit people have less extreme
physiological responses when under pressure than those who are not. This
means that fit people are more able to handle the long term effects of stress,
without suffering ill health or burnout (MindTools).
Covey (1992:289) recommends a minimum of thirty minutes continuous exercise
every other day. He also suggests a programme you can do in your own home
and that would build your body in three areas namely endurance, flexibility and
strength. Exercises like brisk walking, running, biking, swimming and jogging
improves cardio-vascular output and endurance. Flexibility comes from stretching
and strength comes from muscle resistant exercise like simple callisthenics,
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push-ups, pull-ups, sit-ups and working with weights. An important aspect to bear
in mind is that exercise should be fun. It is difficult to keep going with an exercise
programme that you do not enjoy.
 “As you act based on the value of physical well-being instead of reacting to all
the forces that keep you from exercising, your paradigm of yourself, your self-
esteem, your self-confidence and your integrity will be profoundly affected”
(Covey, 1992:292).
6.2.2  Social/emotional dimension
The social and emotional dimensions of our lives are tied together because our
emotional life is primarily, but not exclusively, developed out of and manifested in
our relationship with others. Self-mastery and self-discipline are the foundations
of a good relationship with others and as such it is recommended that the coach
educator assesses his/her emotional intelligence (self-awareness, self-
management, social awareness and social skill) and implement a programme to
work on areas where a gap exists. I can strongly recommend Cooper and
Sawaf’s (2000) book on emotional intelligence in business: Executive EQ.
6.2.3  Mental dimension
The world is changing at a fast pace. This is due, in part, to the explosion of new
information and technology. Business and coaching practices are also changing
rapidly. The coach educator’s will be challenged to identify the information that is
relevant to the practice and continue their learning while guarding against being
exhausted from information overload.
Learning and intellectual growth should continue throughout one’s life. Some type
of intentional planning is often needed to maintain motivation and drive. The
coach educator can put him/herself in touch with new ideas and clarify their
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thinking by engaging in serious reading, studying, writing, listening to
presentations by experts, attending conferences both locally and internationally
and through reflective conversation with other professional coaches and industry
experts.
6.2.4  Spiritual dimension
Spirituality is a quality of the inner self or soul; it is personal, internal and less
visible. Both religion and spirituality involve a sense of the sacred and the
recognition that there exists some power, life force or divine being that
transcends the material world and one’s personal experience and existence
(Sheafor, et al. 1997:31). Spirituality is a dynamic journey. Growth in this
dimension emphasises the importance of taking time to reflect on life
experiences, to meditate, striving to achieve self-knowledge and self-discipline,
providing service to others, developing a sense of humility and having patience
with yourself and compassion for others. Immersion in great literature or great
music or nature can provide renewal of the spirit for some. A genuine and
durable spirituality is difficult to develop outside of a supportive community made
up of like-minded people who provide guidance and encouragement.
6.2.5  The issue of balance
A well adjusted life is a balanced one. We seek balance and satisfaction in all
areas, personal, interpersonal, work and leisure. Feeling unidimensional and
frustrated is often the result of not forcing the issue of balance in one’s life
(Lombardo & Eichinger, 2002:396). Balance is not static; it is fluid and dynamic
and implies choices as Jack Welch (2005:318) states: “Work-life balance is a
swap, a deal you’ve made with yourself about what you keep and what you give
up.” It is important that the coach educator strives towards balance by developing
self-awareness of imbalances, prioritising values and commitment or
strengthening and improving already existing balance and strategies. The best
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adjusted people force themselves to structure off-work activities just as much as
on-work activities. They focus on the moment by being present. They are able to
say “NO” with conviction.
 Achieving balance is a process. Getting it right is repetitive. You get better at it
with experience and observation and eventually you notice it is not getting harder
anymore. It’s just what you do.
6.3 GUIDELINES FOR THE EDUCATIONAL ASPECT OF THE
PROGRAMME FOR TEAM COACHES TO FACILITATE THE MENTAL
HEALTH OF MANAGERS
Data gathered in the first phase of the research clearly indicated a need for the
development of higher order, critical thinking skills of the team coach. According
to Klopper (1994:24) critical thinking is the art of reflecting on one’s own thinking,
while the individual tries to make his/her thinking clearer, precisely accurate,
relevant and consistent. Critical thinking refers to thinking at a high level of
complexity where thought processes such as understanding, analysis, synthesis,
application and evaluation are involved. It includes more than just the intellectual
domain and is supported by the affective domain (van der Horst, et al. 1997:217).
Critical thinking is furthermore essential for the construction of meaning and as
such is critically placed within the constructivist paradigm that is a core approach
of this programme.
The guidelines for the implementation of a business team coaching programme
are based on Bloom’s taxonomy (van der Horst, et al. 1997:37), Chabeli’s model
to facilitate reflective thinking (Chabeli, 2001a:352) and a constructivist
educational approach (Mintzes; Wandersee & Novak, 1998:46). Some
adaptations are made to the coaching context. The guidelines address the
creation of a climate conducive to learning, teaching strategies, assessment
methods and the art of giving and receiving feedback.
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6.3.1  Creating the learning climate
The learner is an active constructor of own knowledge and therefore, the focus of
teaching resides in the development of a predisposition for critical thinking with
the learner through the creation of a climate conducive to learning. Within the
educational context climate refers to the atmosphere or ambience, while a
learning climate encompasses aspects such as the physical, affective, social and
intellectual. The ideal learning climate is one which facilities deep meaningful,
life-long learning (Gravett, 1997:28).
6.3.1.1 The physical climate
The physical learning climate is concerned with ergonomics, the interaction of
people with their physical and spatial environments. It is essential to attempt to
provide adequate lighting, comfortable temperatures, quiet surroundings and
cleanliness. Seating arrangements should be sufficient and flexible enough to
accommodate and facilitate various teaching and learning activities. Cluster or
circle arrangements are best for learner interaction such as discussions and
group projects. Seating should ideally allow for movement without disturbing
other learners.
6.3.1.2 Affective-social climate
The affective-social learning climate pertains to how learners feel about what
they are learning, how the coach educator feels about and experiences
themselves and each other and how the coach educator and learner relate and
interact with each other.
The coach educator should create a climate in which the adult learner
experiences safety, trust, caring, understanding, acceptance, respect, support,
pleasure and satisfaction. By doing this the coach educator assists learners in
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meeting psychological needs (Locke & Ciechalski, 1995:64). The issue of safety,
trust, caring and understanding are briefly discussed.
6.3.1.2. a Safety
Trust in the competence of the course design (that it is empirically based) as well
as that of the coach educator promotes a feeling of safety. Learners should be
informed of the aims of the programme and what is expected of them. The coach
educator should make their competence and experience clear to learners without
displaying a superior attitude.
Learners should receive the learning agendas (study guide) at the beginning of
the programme. This should include a description of the programme and
modules, rules of access, recognition of prior learning or selection criteria, exit-
level outcomes and assessment criteria, educational approach, paradigmatic
perspective, applicable policies, class, assignment and assessment dates,
supervisor’s name and contact details, prescribed material and resources and
lastly guidelines for report writing or practicals.
Critical attitudes that promote psychological safety include displaying a non-
judgemental attitude, caring, respecting learner’s opinions and encouraging,
appreciating and affirming learners’ effort. Being accountable and holding
learners accountable also facilitates a safe learning climate.
6.3.2.1. b Trust
The coach educator establishes trust by being credible and authentic.
Authenticity is established through disclosing aspects of oneself with verbal and
conduct consistency (within reasonable limits), being sensitive to learners’ needs,
concerns and anxieties and readily admitting to mistakes. Being empathic and
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understanding of learners’ circumstances and experiences builds trust and
enhances a co-operative learning climate.
6.3.2.1.c Caring
The coach educator displays a caring attitude by greeting learners. He/she
listens to the learners through focusing, clarifying and accepting. A touch on the
shoulder or arm while listening displays concern and caring. If possible know the
learner’s name and use the learner’s name during one-on-one and written
communication. The coach educator can write positive comments on assignment
or test papers in addition to grades.
6.3.2.1.d Understanding
Understanding is facilitated through the coach educator’s awareness of
nonverbal indicators of the learners affect for example; bored, excited, anxious,
tired, happy and so forth and to communicate these observations. By placing
success within reasonable reach for every learner the coach educator
communicates that he/she knows what the learner is capable of and what is
necessary to learn before giving more difficult tasks. The coach educator should
give learners the opportunity to air their views or share their agendas. By talking
to each learner personally during the course the coach educator gets to know the
learners, their realities and experiences.
6.3.1.3 Intellectual climate
Learning is both a rational and affective endeavour, both reason and emotion is
involved. Educational situations should be both safe and challenging. Galbraith
(1991:5) explains that “confrontation and criticism should be sandwiched
between caring and understanding” the purpose of these being “… not to increase
Cl
ick
 to
 bu
y N
OW
!
PD
F-XCHANGE
w
ww.docu-track
.co
m C
lic
k t
o b
uy
 N
OW
!
PD
F-XCHANGE
w
ww.docu-track
.co
m
the amount of confusion in the learning experience, but to enhance the
enlightenment.”
Challenging interactions provide both the coach educator and the learner with
opportunities to examine beliefs, thoughts, actions and the status quo.
Differences of opinion amongst educators and learners compel all involved to
review their own views and to seek new information to understand old information
from a new perspective.
Some individuals may not readily respond when invited to participate or share
their thought or opinions. The coaching educator should persist. If active
participation is encouraged from the start of the course and respect for learners
as competent, creative individuals is demonstrated, they will realise that their
contributions are appreciated.
6.3.2 Teaching strategies and assessment methods in relation to Blooms
taxonomy and the phases of reflective thinking
Teaching strategies and assessment methods are firstly presented in a table
format and then discussed individually.
Table 6.1 Teaching strategies and assessment methods in relation to
Blooms taxonomy (van der Horst, et al. 1997:3) and the phases of reflective
thinking (Chabeli, 2001a:352)
BLOOMS
TAXONOMY
PHASE TEACHING
STRATEGY
ASSESSMENT
METHOD
ONE
Knowledge
Recall
ONE
Awareness and
disequilibrium
Facilitate the
acquisition of
knowledge and
receptivity
Questioning Self-assessment
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Lecture
Demonstration
Analogies,
metaphors and
narratives
Direct
observation
Written tests
TWO
Comprehension
Understanding
Grasping
meaning
Facilitate
comprehension
resulting in
positive response
Brainstorming
Simulations
Presentations
Observation of
individual
performance
using checklists
and rating scales
THREE
Application
Using Learning in
new situations
Supervision
Coaching
Role-play
Case studies
FOUR
Analysis
Break
down/discover
TWO
The interactive
constructing
process
Facilitate
analytical thinking
skills guided by
values
Reflective journal
writing
Concept mapping
Peer assessment
Critical incident
FIVE
Synthesis
Put together to
form a whole
Facilitating
synthesis and
organisational
skills
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Small co-operative
group work/projects
Portfolio
assessment
Reflective tutorial
SIX
Evaluation
Judge
THREE
Consolidating for
rational decision
making and
problem solving
Facilitate
evaluation and
internalisation
thinking skills
Value clarification
Research projects
Research paper
presentation
Comprehensive
performance task
assessment
Bloom’s taxonomy consists of six levels. These levels progress from the simplest
to the most complex.
Level 1: Knowledge; this level involves recall of facts and information.
Level 2: Comprehension; this is the first level of understanding. At this level a
statement must not only be recalled but its meaning must be understood.
Level 3: Application; this refers to the ability to use information in a new situation.
Information used in this phase would include general ideas, methods, principles,
or theories that must be remembered and applied.
Level 4: Analysis; this refers to the ability to break down a whole into parts. By
doing so the elements embedded in the whole are identified and relations among
the elements recognised.
Level 5: Synthesis; this level refers to the ability to put elements together to form
a new whole.
Level 6: Evaluation; at this level judgement is made on certain criteria.
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Chabeli’s model of facilitating reflective thinking consists of three phases also
progressing from the simplest to most complex as well as feasible teaching and
assessment strategies for each phase.
Phase 1: Awareness and disequilibrium; this phase is triggered by the learner’s
awareness of uncomfortable thoughts and feelings due to a lack of knowledge,
skills, attitudes and values.
Phase 2: The interactive construction process; this phase demands an increased
interactive facilitation through discourse and is influenced by the learner’s ability
to analyses thought, ideas, taking into consideration the values of self, others, the
profession and to synthesise the information through skilful organisational
abilities.
Phase 3: Consolidation for rational decision-making and problem solving; this
phase is influenced by the highest cognitive and affective thinking skills of
evaluation and internalisation. It is at this stage when reflective thinking is
actualised.
6.3.2.1 Teaching strategies
A teaching strategy can be defined as a broad plan of action for teaching
activities with a view of achieving an aim (van der Horst, et al. 1997:124). The
coaching educator’s selection and construction of teaching strategies should be
closely linked to the general thrust of learning outcome/s, keeping in mind the
assessment procedure. A variety of both teaching strategies and assessment
strategies are recommended.
6.3.2.1.a Questioning
Hall, et al. (2003:38) states that “When we ask the right questions we set a
framework that allows discovery, transformation and empowerment to occur.” By
asking questions we can explore thoughts and ideas: we can probe feelings and
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emotions; we can make explicit the structure of an experience and identify
thinking patterns. Learners are invited to engage in their own reality through
questioning, we are able to hold each other accountable and we have the
opportunity to support.
Questioning to establish self-knowledge is essential. A list of reflective self-
questions can be formulated such as: “Who am I, what are my world-view, what
knowledge, skills and attitudes do I have in relation to this situation, what do I
need to do differently to improve?”
The coach educator can use well-formulated questions as an advanced organiser
before presenting new material in order to strengthen the existing cognitive
structure to which new information can be anchored.
General questioning techniques to improve learners’ thinking include the
following (Chabeli, 2001b:6):
§ Questions must be fully planned and thought provoking to stimulate
thinking.
§ Questions must be closely connected to previous knowledge and
formulated in a logical sequence, around a definite core.
§ Avoid answers in chorus or short incomplete answers.
§ Pause after posing a question to give learners time for reasoning and time
to think. Avoid answers that lead to shallow thinking.
§ Acknowledge the positive aspects of all answers and pose the negative
ones as challenges.
§ Questions must be meaningful and appropriate within the learners’
experience and knowledge of the learning situation.
§ Learners must be able to build on prior knowledge and make associations.
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§ Use different questions for different purposes and reflect on the type of
responses they elicited. Questions must not be used as a time-filling or
busy-work activity.
§ Encourage self-questioning where learners are required to reflect on their
learning, experiences and actions.
§ Listen and reflect on the learners’ responses before further questioning.
§ Do not insist on all participants talking. The effective learner is often an
active listener.
6.3.2.1.b Lecture
A lecture is a formal presentation of the subject matter by the facilitator. There
are certain advantages as well as disadvantages to lecturing material.
Advantages includes the economical use of time, the ability to reach large
groups, make possible clarifications and interpretations, orientation to a
programme, flexible timing and the ability to combine the lecture with other
methods of instruction.
The disadvantages of the lecture method are the passivity of learners which may
lead to boredom, diminished feedback, little possibility of assessing the progress
of learning, it does not allow for individual learning rates and there is a low
retention rate since no reinforcement takes place.
Due to its passive nature it is recommended that the use of the lecture method in
a programme for team coaches remains focussed on the following:
§ Introducing the programme to learners, pointing out the objectives,
outlining the procedures to be followed and learning resources available.
§ Giving specific information which is not readily available elsewhere.
§ Introducing a subject.
§ Creating a learning climate favourable for the use of other techniques.
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§ Presenting basic information upon which subsequent learning activities
can be built.
§ Reviewing, clarifying or summarising what has already been covered in
the programme.
Criteria for a good lecture:
§ The lecture must stimulate group interest throughout.
§ It must be well planned.
§ It must have a clear purpose
§ It must develop in a logical manner.
§ It must be well presented, in terms of clarity, audibility and grammar; contain
verbal and other illustrations to suit the level of knowledge of the group and
presented with variations in tone and pace.
§ All visual aids must be integrated into the whole.
§ It must be combined with well thought-out, relevant questions at planned
intervals.
§ It should not continue for longer than 20 minutes without a break for questions
or the use of some visual aids (charts, diagrams, posters or slides).
6.3.2.1.c Demonstration
The word “demonstration” is derived from the Latin word de-monstrare which
means to show (Mellish, et al. 1998:109). Demonstration thus means showing
something. It is a visual presentation of a coaching technique or coaching
intervention in order to show how it is done. The use of demonstrations is one of
the best known teaching strategies for teaching the basics of practical skills.
Demonstrations may be real life simulation or on visual material such as
video’s/DVD’s.
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Real life demonstration is ideal but could become an encroachment on the
privacy of the coachee. Only very general questions and answers can be
allowed. It is not possible to stop the demonstration or repeat part of it in order to
clarify a point. The correlation to theory and practice will have to be undertaken
later.
The use of demonstrations in the programme is two-fold. Firstly, the coaching
facilitator may demonstrate a technique, the learner coach then demonstrates the
technique by doing it him/herself.
The essentials of a good demonstration:
§ It is important that the why as well as the how is communicated within a
demonstration.
§ The demonstration shows how things are done.
§ Everyone attending should be able to see and hear what is being
demonstrated.
§ The setting should be as authentic as possible. If a client is being used,
then he/she must be informed of the purpose of the demonstration and his
consent obtained beforehand (this would apply to recorded data as well).
§ The demonstration should be preceded by a briefing session and followed
by a discussion.
§ Learners should be given the opportunity to practice what they have just
been shown.
6.3.2.1.d Analogies, metaphors and narratives
Constructivist learning strategies endorse analogies and metaphors as tools for
rendering counterintuitive ideas more intelligible and plausible. It is said that most
human conceptual systems are metaphoric in nature. Known as ancient tools of
communication, analogies and metaphors are commonly used in philosophical
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argumentation and scientific discourse (Mintzes, et al. 1998:195). Educators use
analogies and metaphors to simplify difficult concepts and render abstract
notions concrete by comparing less familiar concepts or objects to more familiar
ones.
The purpose of a simple analogy is to map the features/relations of one known
domain to an unknown domain; the purpose of a predictive analogy is to go
beyond the limits of given relationships between two domains and to produce
new problem solutions. Predicative analogies cannot be deducted from the
existing relationship but could only be justified by them.
The choice of analogy is subject to continued assessment of the difficulty of the
target concept and the meaningfulness of the intermediary analogies relative to
the learner’s background knowledge. An understanding of the learners’ learning-
styles might guide the educator’s use of analogies in combination with other
instructional techniques to motivate learners and maximise their interest in
participation. The analogy needs to be personally and culturally pertinent to the
learner.
In order to utilise analogies as a strategy the following model is proposed to
facilitate the process:
The General Model of Analogy Teaching (GMAT) (Mintzes, et al. 1998:197)
1. Measure the learners characteristics related to analogical reasoning
ability, ability to handle visual imagery, or tasks demanding cognitive
complexity.
2. Assess prior knowledge of the learner to determine whether analogies are
helpful or not. Class discussions, interviews or written questionnaires can
serve the purpose.
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3. Analyse the learning material on the topic to determine whether they
already contain analogies. If none exists the educator can construct new
analogies or look for appropriate ones.
4. Pilot the analogies with a few learners or peers while experimenting with
different strategies of teaching and different mediums of presentation.
5. Determine the characteristic of the analogy in relation to the
characteristics of the students. This would assist the educator to assess
the level of concreteness of the analogy.
6. Presenting the analogy includes introducing the target concept,
introducing the analogy, connect the analogy to the target, presenting the
analogy’s attributes one by one starting with the most important first, using
transfer statements to present the irrelevant attributes and finally
discussing the attributes.
7. Evaluate the outcomes determining the learner’s knowledge of the
attributes of the topic and identifying misconceptions they might have
acquired from using the analogy.
8. Revise the stages after evaluating every stage of the model in order to
determine whether additional discussion, an alternative analogy, or
different strategy is needed.
Within the team coaching programme analogy can for example be used to
introduce the concept of coaching to an audience: Team coaching can be
compared to a soccer match…
The narrative method is a method whereby one person makes certain information
available to another through speech (Fraser, et al. 1996:153). When considering
narratives as a strategy, it is important that the encounter on which a narrative is
based were memorable or that it taught you something. Linked to this could be a
reflection of an experience or values. Narratives reveal the learners’ thought
processes, as well as what the learners view as important because they examine
their own ideas, feelings and outlooks concerning the experience.
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An environment of mutual trust and respect should be in place for the sharing of
narratives. There should be no predetermined agendas as to how narratives
should be structured or presented. After the presentation learners or groups can
explore alternative ways of interpreting and responding to the event, including an
evaluation of the feasibility and acceptance of each of the alternatives.
6.3.2.1.e Brainstorming
Brainstorming is a method of creative thinking that is used to come up with ideas
to solve problems. Brainstorming can be done alone or in groups. The term
think-tank refers to a group that brainstorms. Studies show that group
brainstorming is much more productive than individual brainstorming. The ideas
are more imaginative, original and creative when formulated in the company of a
group of role-models. By spending time with other creative minds, we insure that
we will always be surrounded by fresh ideas (Correll, 2004:15).
Brainstorming procedure
§ A focus area is briefed to the group and the rules of the brainstorming
stated:
o No criticism is allowed; all ideas are accepted.
o Make your ideas as unusual as possible; give as many as you can.
o Build on ideas you get from others.
o Don’t do any evaluation until the session is over.
The facilitator lists all the ideas on a board without any comment. He/she then
helps the group assess the ideas against criteria for selection that they must
devise themselves.
6.3.2.1.f Simulations
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Simulations means to pretend or mimic a situation. It requires the learner to
demonstrate a skill or technique in a simulated situation. The situation should be
as authentic as possible (Mellish, et al. 1998:129-132).
Situations can be filmed and presented to learners, either as a background to a
lecture or as a means of eliciting responses to the appropriate actions taken. The
atmosphere may be more relaxed and questions and answers may be asked
immediately.
6.3.2.1.g Supervision
According to The Concise Oxford Dictionary, to supervise means to “direct or
watch with authority the work or proceedings or progress of, oversee”.
Supervision serves both the interests of the coach and their client. Supervision is
a means by which an expert practitioner guides and directs the work of someone
who is less of an expert to improve their performance and to ultimately become
an independent professional in the art and practice of coaching.
Advantages of supervision other than the educational element include:
§ Meeting their responsibilities both to the organisation and to their
individual clients.
§ Being clear about the extent of and boundaries to their competence.
§ Developing new choices when stuck in their work.
§ Obtaining new models and frameworks to guide their coaching.
§ Exploring ethical dilemmas in a safe and confidential environment.
§ Understanding the culture, politics or ecology of organisations in which
they operate.
§ Knowing how to work efficiently within an organisational setting.
§ Controlling the flow of information, particularly double bind information.
§ Being able to combine loyalty to individuals with loyalty to the organisation.
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§ Seeing the coaching within the context of the wider organisation’s
requirements.
Creating an environment conducive to good supervision is essential. Supervision
needs to take place in an atmosphere of mutual trust and respect. The supervisor
should be competent in his/her own coaching practice so that he/she can be
known to watch with authority and who has the right to supervise (Mellish, et al.
1998:164). He/she should demonstrate a readiness to help and guide and not
just offer grousing criticism. The supervisor should be flexible and able to adapt
to the needs of the situation, showing interest in the progress and abilities of the
learner.
Because the profession of coaching is so young, little literature is available on
coaching supervision. The following guidelines are adapted from therapeutic and
counselling supervision:
Yalom (1995:516) posits that group therapy supervision is more taxing than
individual supervision. It is my personal view that the same holds true for team
coaching supervision. Mastering the cast of characters is in itself a formidable
task. There is such abundance of data that both the learner and supervisor must
often be highly selective in their focus.
It is recommended that the supervision takes place soon after the team coaching
session. At the very least the supervisor must personally observe one or two
sessions at the beginning stages of supervision. The personal supervision may
later be replaced by video recordings.
The supervisory session is no less a microcosm and the supervisor should be
able to obtain much information about the coach’s behaviour in the team
coaching session by attending to his/her behaviour under supervision. Should the
team coaching be led by a coach and co-coach, a process focus in the
supervision can be particularly rich. Are the coaches open and trusting with each
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other and the supervisor? Who reports the events of the meeting, who defers to
whom, is there competition for the supervisor’s attention? Should there be a poor
working relationship between the coach and co-coach the team will inevitably pay
the price.
There are several benefits to providing team coaching supervision in a group
setting. The learner coaches are exposed to a greater range of coaching
phenomenon such as the added insights participants get from considering not
only their own coaching work but also the potentially very different styles of
others. This galvanises insights as they articulate a certain rationale for a
particular intervention while examining a colleague’s conceptualisations which
leads to support of peers and the additional opportunity for discourse and
reflection.
6.3.2.1.h Coaching
It is recommended that the learner coach has personal experience with being
coached as an individual or as part of a team coaching process as an integral
part of the team coaching programme. This experience may offer many types of
learning not available elsewhere. You are able to learn at an emotional level what
was previously only known intellectually (Yalom, 1995:518). You learn the effects
of group dynamics, you learn about your preferred role in the group, what
disclosure entails, what it feels like being challenged, held accountable and
taking responsibility. You learn to appreciate your own strengths and
weaknesses. On another level it facilitates the building of relationships, increases
communication between members of the programme and enriches the overall
programme experience.
6.3.2.1.i Role-play
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Role-play is based on simulation techniques. This method of instruction requires
the spontaneous acting out of a real life situation by two or more participants
under the direction of the coaching educator (Mellish, et al. 1998:130). Roles may
be reversed, so that members may feel what it is like in both situations.
Scenarios may be scripted or impromptu.
Another form of role-play is a rehearsed carrying out of a simulated intervention
which includes some purposeful errors. The errors are then discussed
afterwards. Debriefing may be necessary. Encourage actors to de-role so as to
establish contact with reality again.
6.3.2.1.j Case studies
The case study method is usually directed towards a real or an imaginary
situation either in terms of the individual, team or organisation. The subjects
available for case studies are limitless and could include current problems,
dilemmas and ethical questions or areas that concern the coaching practice.
Case studies allow for risk-taking without fear of harming clients. It generates
creative and original approaches to finding solutions to problems and helps
learners to realise that there are no miraculous solutions. Case studies provide
learners the opportunity to examine the interrelationships of multiple phenomena
in the real life situations. They will also acquire skills in problem solving, learn to
organise ideas logically in written form, practice higher levels of cognitive learning
as they make inferences, apply theory, analyse and synthesise knowledge
relevant to a specific hypothetical situation and evaluate the outcome. Finally,
case studies increase the retention and transfer of learning.
The case study involves four independent stages (Mellish, et al. 1998:180):
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Stage 1: Learners read independently and consider the case. While reading the
case in preparation for a discussion, the learner may be asked to identify major
or secondary issues/problems and formulate a tentative analysis of the case.
Stage 2: Learners analyse and discuss the case study with each other, each
learner helping and learning from the group. During this process they may gain
new insights into their own beliefs and those of others, since they have to explore
all subjects of the issues independently.
Stage 3: Learners compare their own independent analysis of the case study with
those of the group.
Stage 4: Learners apply current experiences to related and/or new experiences.
6.3.2.1.k Reflective journal writing
Reflective writing creates the possibility to provide us with a systematic approach
to our development as a reflective, critical and constructive learner. The journal
can provide an opportunity to make explicit our position on a range of issues of
personal significance. Used effectively, reflective writing will support us in making
personal sense of an assorted set of experiences. This is particularly important
when learning is to be incorporated into every day practice. A reflective journal
assists the reflective process, self as a source of learning and that knowing is
active, based on previously constructed knowledge (Boyd & Fales, 1983:102).
Guidelines in reflective journal writing
§ Explain the purpose of the journal with clear expectations in a language
that the learners will understand. Set expectations for both the facilitator
and the learner.
§ Give the learners guidelines and a good example of a reflective journal
entry from previous groups. A scenario can be developed and role-played
for more clarity on expectations.
§ Conduct a briefing session with the learners to make them feel
comfortable with using the strategy. Explain that they have the freedom to
Cl
ick
 to
 bu
y N
OW
!
PD
F-XCHANGE
w
ww.docu-track
.co
m C
lic
k t
o b
uy
 N
OW
!
PD
F-XCHANGE
w
ww.docu-track
.co
m
include descriptions, emotional reactions and cathartic reflections of their
experiences. Their knowledge and feelings will be respected.
§ They are allowed to use their own individual writing styles.
§ There must be no refinement to academic format.
§ Emphasis is placed on writing for the sake of growth: “Write your thoughts,
feelings and emotions according to your interpretation of the situation.”
§ Allow adequate time and space for learners to complete the journal entries
immediately after they have experienced the learning event or activity,
which will be discussed later as peer group discussions.
§ The purpose of this phase is to enhance reflective learning by
strengthening the link between the learning experience and the reflective
activity that follows.
§ Provide a supportive climate for the discussion (trust, respect and
empathic understanding).
§ Allow learners to discuss freely the practical and realistic aspects of their
experience.
§ Stimulate the learners’ cognitive activities by allowing them to make their
own interpretations, inferences and discriminations. Distinguish between
what has happened with what was supposed to happen. Then make
associations with valid relationship assumptions.
§ These reflective processes will be made possible by encouraging
dialogue, discourse and argumentation to justify opinions in a rational
manner.
§ The coach educator acts as a resource, encouraging learners to express
their views and to help them with the integration of theoretical perspectives
with their experience, self-awareness to self-evaluation.
§ The final phase of the reflective journal writing allow learners to do self-
assessment and evaluation and look to the experience from a different
perspective. They need to adopt a holistic approach to the learning
experience.
Cl
ick
 to
 bu
y N
OW
!
PD
F-XCHANGE
w
ww.docu-track
.co
m C
lic
k t
o b
uy
 N
OW
!
PD
F-XCHANGE
w
ww.docu-track
.co
m
§ After the discussion learners complete the reflective journal meaningfully
and independently.
§ Learners are expected to document aspects of their own learning as an
outcome of group discussion. They use references, their text books,
subject experts and documents to analyse incidents in relation to their own
learning. This provides higher order reflection by the learners as they
engage in the dynamics of self-reflection as well as acquiring the skill of
self-evaluation.
§ The coach educator provides feedback from their perspective.
§ Reassure learners of the anonymity and confidentiality of the document.
Possible questions to stimulate reflective thinking:
§ Reflection on the problem: What is the current problem or issue?
§ Describe the context.
§ What additional information would be useful?
§ How is it related to other issues?
§ Who or what could help?
§ What are my assumptions? How can I test them?
§ What can I do to create a change? (Be as adventurous as you can)
§ What are the potential outcomes of these?
§ What action will I take? Why?
§ List the outcomes you hope to achieve.
§ Reflection on the actual outcome: What worked well?
§ What could I do differently next time?
§ How did my actions match my beliefs?
§ How did I feel in this situation?
§ What knowledge did or should have informed me?
§ How does this change my ways of knowing?
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6.3.2.1. l Concept mapping
Concept mapping seems to fit well with constructivist learning perspectives as it
promotes meaningful learning. Cognitive science indicates that knowledge is
stored hierarchically. Cognitive psychology has confirmed that the better
organised our knowledge is, the easier it is for us to access and use it.
As we live in a culture that increasingly rewards visual-spatial thinking, we need
to develop intelligence in these areas. A concept map is a thinking tool that
condenses a host of prior experiences and opens alternative pathways to a
destination.
Concept mapping is an activity that actively fosters the active engagement of
every learner. A map can help weed out bad ideas from good and expunge the
ambiguities in our thinking. Maps are useful in displaying cause/effect links; too
highlight apparent likenesses and differences between objects or events; too
depict chronological sequences of objects or events, for simple listing and for
showing how a question can be answered. Mapping has generative capabilities
since the interaction with experience and exploring new territory allow for further
exploration of the existing map. As such, the map reflects changes in
understanding. Another way that mapping help is by enabling us to share our
ideas with others in a concise and timely manner (Mintzes, 1998:82).
The assessment of concept maps gives insight into the learners understanding of
the material. The presence of incorrect linkages forming invalid propositions
could be an indicator of misconceptions as can missing concepts be an indicator
of a lack of understanding.
Example:
Learners are given a set of words representing concepts, e.g. Coaching and
perhaps other relevant concepts, e.g. Training, Counselling, and Therapy.
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These are put on a sheet of paper. They then draw lists between these words
that they feel should be linked and write the nature of the links in the lines. This
point is crucial, it is the nature of the links learners perceive that is the essence of
the concept map. Alternatively learners themselves generate terms or concepts.
Instructions could also be to compare and contrast concepts.
Table 6.2 Example of a scoring rubric for a concept map (Mintzes, et al.
1998:122):
1. Score 1 or 2 points for each meaningful and relevant proposition or
concept. More precise propositions receive 2 points.
2. Score 5 points for each valid level of hierarchy shown on the map,
provided the map is treelike and not linear.
3. Score 10 points for each cross link that is both valid and significant. Score
2 points for a valid cross link that does not indicate synthesis between sets
of related concepts or propositions.
a. Cross-links may indicate creative thinking and care should be taken
to identify and reward these when present.
Examples: Score 1 point each.
6.3.2.1. m Small co-operative group work/projects
Small, co-operative group work is fundamental as an educational strategy in a
psycho-educational programme for team coaches. Group work has been used in
the context of co-operative learning, peer tutoring and collaborative teams
(Mintzes, et al. 1998:261). These various educational groupings differ in distinct
ways but share the common thread of learner-learner discourse that involves
sharing ideas, challenging hypothesis, developing understandings of different
perspectives, providing assistance and motivating peers through working
together on a common task. Sharing diverse experiences enriches the group’s
problem-solving ability, enhances creativity and developing critical thinking
(Mellish, et al.1998:118).
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Piaget, a French psychologist, recognised that other individuals can play an
important role in advancing cognitive growth in an individual. From a Piagetian
perspective, the greatest advantage of group work is creating cognitive conflict or
dissonance. He noted the power of others in promoting conceptual growth as
learners disagree about ideas and then subsequently resolve disputes. Piaget
argued that as learners work through conceptual conflict, the negotiations and
the articulations of ideas lead to the development of more complex cognitive
constructions. This aspect of promoting higher and more complex cognitive
construction was emphasised by participants (refer to Chapter three) as an
essential aspect of the team coach’s competencies.
Unlike Piaget, Vygotsky, a Russian psychologist, believed that higher order
mental thinking is a result of social interactions. In other words, learning takes
place on an inter-psychological level (between people) before it becomes
internalised on an intra-psychological level (within the individual). This learning is
facilitated through a zone of proximal development. In essence this phrase
refers to the learning potential of the individual when assisted by an educator or
more capable peer. Vygotsky argued that our interest as educators should not lie
in what we can measure as an individual’s past achievements, but instead our
efforts should focus on understanding what the individual can do when provided
assistance from others. Peer interaction is effective in promoting cognitive growth
when learners working within one another’s proximal zone of development are
able to model group behaviours more advanced than those they could perform
alone as individuals.
Another advantage of utilising group work as an educational strategy is the very
experience the learner has within the group. The coach as a learner can
experience first hand what it is like to work within a group, learn to identify and
manage group dynamics, what their own roles are within a group, how they
socially interact and the effect of their behaviour on others. Within this setting
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they are able to imitate behaviours and skills of role-models and as such be
socialised within the coaching setting. Another advantage, taken from therapeutic
group work is that the group acts as a social microcosm, meaning that given
enough time, group members will begin to be themselves. They will interact with
the group members as they interact with others in their social sphere. Should
there be any maladaptive interpersonal behaviour, it will eventually be displayed
and the coach educator and group members can assist in correcting behaviours
(Yallom, 1995:28). The learner therefore, through feedback from others and self-
observation, becomes aware of significant aspects of their interpersonal
behaviour, their strengths, their limitations, their interpersonal blind spots and
possible mal-adaptive behaviour that illicit unwanted responses from other
people.
Finally, all reflection is ultimately personal, but learners may also learn by
reflecting collectively (Mintzberg, 2004:255). According to this author learners
can benefit from sharing their reflective experiences with others in small groups,
to stimulate deeper interpretation.
6.3.2.1. m.i Variables affecting learning in a group setting
Within a sociocultural context there are many variables that can affect the
learning that takes place in a group setting. For example, the type of experience
that the learner may have can depend on the group size. Having learners work in
pairs can be advantages because each learner has a greater opportunity to
express ideas generated within the dyad (Mintzes, et al. 1998:273). However,
having a larger group increases the chances that expertise required to
accomplish tasks will be more available. This availability of expertise may be
critical for group construction of knowledge. The average size suggested being
between ten and fifteen people.
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The social climate of groups should also be evaluated. Learners not accustomed
to working together need adequate preparation in order to understand what it
means to work together towards a common goal. An appreciation for group
member’s contributions and a sense of responsibility to the group fosters an
atmosphere where peers can assist one another with learning. Respectful
listening and feedback practices improve collaboration.
The coach educators need to assess group members’ learning styles, work
habits, social skills and conceptual levels. Pre-assessment tools such as
concepts maps, open-ended questions and interviews can be used to identify
learners’ prior experience, familiarity with targeted concepts and the presence of
naïve conceptions. In addition to preassessment for grouping purposes, ongoing
assessment of group dynamics and interactions must occur if interactions are to
motivate cognitive growth.
If a group discussion is to be successful, it must have a successful leader. This
role may initially be carried out by the facilitator but at a later stage, a group
member should take over the role, taking turns. Leading groups in an intimate
setting will stand the future coach in good stead as they are able to practice
leadership skills in a controlled setting. The leader should allow discussions to
flow freely, except when one person dominates the group by holding the floor.
The leader should be able to intervene and redirect the flow of the discussion by
drawing in more reserved members into the discussion. As a leader, he/she may
have to focus or re-focus attention on the subject under discussion. It may be
necessary for the leader to recap or summarise what has already been said. A
group member may also be asked to do this.
In order to sustain dialogue during group interaction it is very important to ask
open-ended questions. Open questions usually begin with How? What? When?
Where? and Why?
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Small group interaction may last from two minutes to much longer, depending on
the aim of the interaction or the scope of the assigned learning task (Gravett,
1997:44). Small groups can be used to:
§ Explore and clarify learners’ existing knowledge about a theme or subject
matter.
§ Re-examine ideas held or previously discussed.
§ Summarise main points in a text, demonstration, video or lecture.
§ Discuss questions based on assigned reading or posed by the coach
educator.
§ Assess understanding of important ideas.
§ Solve problems.
§ Practice skills.
§ Brainstorm applications of theory to everyday life or the coaching practice.
6.3.2.1. m.ii Group setting arrangements
A flat classroom with round tables facilitates natural discussion in small groups
alongside formal presentations. It also prevents one person from dominating the
discussion. There is no need to break out; learners can go in and out of
reflective discussions on a moments notice. As such, each table becomes a
learning community in its own right within the larger learning community which is
the whole classroom. By varying the seating arrangement the focus of discussion
around the table may also be varied (Mintzberg, 2004:271). This setting allows
for face to face contact.
6.3.2.1. n Value clarification
Value clarification as a teaching strategy is recommended for ethics and decision
making (Mellish, et al. 1998:177). The value clarification approach attempts to
make one consciously aware of the values and underlying motivations that guide
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one’s actions and provides opportunities for learners to clarify and defend their
values through a valuing process. The valuing process includes:
§ Choosing from alternatives after thoughtful consideration of the
consequence of each alternative.
§ Prizing or cherishing and publicly affirming the choice made and
§ Acting on, or doing something with the choice.
Climate setting is important when a group strategy is selected. The atmosphere
needs to be relaxed, trust and respect is essential and negative feedback is
discouraged.
Values clarification process:
§ Explain the purpose and ground rules of the session.
§ Introduce a theoretical framework of values clarification.
§ Proceed to a values clarification exercise in which the steps of the valuing
process are used.
§ Clarify for the group what congruence or incongruence they can identify
between their personal values and their professional values they have
observed.
6.3.2.1. o Research projects
Mellish, et al. (1998:324) states that “Research is a scientific activity, as opposed
to an intuitive, experimental or casual activity.” The activity referred to is
systematic and orderly with the aim of answering questions or solving problems.
Research projects combine all levels of higher order and critical thinking, namely
analysis, synthesis, interpretation and evaluation.
Learners must be guided through the process of research methodology, but the
actual investigation is left to the individual or group. Debate and argumentation
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should be encouraged to justify the research activities and findings. Guidance
should be made available in writing the research report.
6.3.3. Assessment methods
Assessment is a strategy for measuring knowledge, behaviour or performance,
values or attitudes (van der Horst, et al. 1997:170). In OBE the learning
outcomes which have to be obtained by the learner is clearly defined. An
additional purpose of assessment is to improve teaching, the programme and
conditions for learner’s learning.
Effective and informative assessment practices involves using a variety of
assessment strategies that gives learners multiple opportunities, in varying
contexts, to demonstrate what they know, understand and can do.
Three kinds of assessments may be used; diagnostic, formative and summative.
Diagnostic assessment is used prior to the teaching or at a beginning of a lesson.
The diagnostic strategy may be informal, questions asked such as ‘What do you
know about the topic?” or formal such as a pre-test or questionnaire. Diagnostic
assessment determines the learner’s readiness, interest and pre-knowledge.
Formative assessment is conducted during instruction, either formally through for
example tests, interviews, performance tasks, portfolios or informally through
observations, journals or assignments. Both educators and learners receive
information from this kind of assessment. Information about problems, errors,
misunderstanding, understanding and progress. Information gathered during
formative assessment could help to revise lesson plans to suit learners’ needs.
Summative assessment is conducted at the end of a lesson, course or
programme. It is the final measure of what was learned. Informal summative
assessments include discussions, work projects and student feedback. Formal
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summative assessments can take the form of an inquiry, standardised tests,
class room tests, portfolios or performance tasks.
6.3.3.1 Self-assessment
Involving learners in the assessment and evaluation process is an essential part
of balanced assessment. When they become partners in the learning process,
they gain a better sense of themselves as readers, writers, and thinkers. As the
learner reflects on what they have learned and on how they learn, they develop
the tools to become more effective as learners.
As learners become more active participants in the assessment process, they will
begin to evaluate their strengths and attitudes, knowledge and quality of
reasoning, analyse their progress in a particular area, and set goals for future
learning (Van der Horst & McDonald, 1997:204).
Self-assessment can take many forms, including:
· Discussion: whole-class or small-groups.
· Reflection logs.
· Weekly self-evaluations.
· Self-assessment checklists and inventories.
· Educator-learner interviews.
When learners understand the criteria for good work before they begin an
activity, they are more likely to meet those criteria. The key to this understanding
is to make the criteria clear. As learners evaluate their work, you may want them
to set up their own criteria for good work. Help them with the clarity of their
criteria as they assess their own work.
Learners' observations and reflections can also provide valuable feedback for
refining your instructional plan. As they answer questions about their learning and
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the strategies they use, think about their responses to find out what they are
really learning and to see if they are learning what you are teaching them.
Table 6.3 Example of a self-assessment sheet
Name: Date:
Activity:
What I did:
What I used:
What I learnt:
What I could do differently?
What I could do next?
6.3.3.2 Direct observation
Direct observation of the learner’s performance helps to diagnose the progress of
the learner. Direct observation can be used in various areas of coaching or
focusing on specific skills and competencies, such as building rapport, asking
challenging questions, goal setting and implementing models to name but a few.
Direct observation can be used by simply watching the learner perform a specific
skill or recording the interaction. Allow the learner to perform the entire skill
before making comments or becoming involved in the interaction. Use different
clients for different skills.
It is important that the learner receives the assessment criteria prior to the
observation and assessment of the skill or procedure and is clear on what is
Cl
ick
 to
 bu
y N
OW
!
PD
F-XCHANGE
w
ww.docu-track
.co
m C
lic
k t
o b
uy
 N
OW
!
PD
F-XCHANGE
w
ww.docu-track
.co
m
expected. Observation sheets can be used by the coach educator and learner to
record achievement of specific skills and behaviours. These skills and behaviour
must be linked to the programme or unit outcomes. The educator should be well
acquainted with the observation protocol. The learner should receive feedback on
the observation as soon as possible.
6.3.3.3 Written tests
Tests are an integral part of the teaching and learning process. These may be
used diagnostically, formatively or summatively. It is important that tests do not
dominate assessment practice (Van der Horst & McDonald, 1997:210).
Test can take a variety of forms. The following types are recommended for a
programme for team coaches; essays, long-answer, problem-solving, straight
discussion, structured and short-answer type and objective testing.
Essay-type tests must test factual knowledge, comprehension, creativity and
ability to explain, discuss, describe, select, organise and summarise relevant
material. In order to measure complex and higher level learning outcomes, essay
questions should be specific in asking the learner to use these criteria.
Each question has certain verbs or action words which will tell the learner the
type of answer expected from him/her. Use these words when formulating test
questions. Examples of verbs could be compare, contrast, discuss, explain,
examine, interpret or summarise.
Check the use of language, grammar, punctuation and spelling. Avoid obscure or
ambiguous vocabulary that could cause confusion. Use plain, clear language.
Avoid irrelevant cues that trigger the correct response without any knowledge or
skill on the part of the learner. Do not provide too much information that may lead
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the learner to an answer. Lastly avoid interrelated items, that is, when the answer
to one question furnishes the answer to another item.
6.3.3.4 Presentations
The construction of presentations provides learners the opportunity to present,
explain, share and defend ideas and beliefs about a topic (Mellish, et al.
1998:195). The learner’s ideas are developed and thus promote understanding of
the content. In presenting ideas the learner synthesises ideas from many
sources, structures the presentation and represents the information. By designing
and creating appropriate representations of concepts, learners develop
understanding. New information is integrated into existing conceptual frameworks
and relationships amongst ideas are developed. Therefore, providing opportunity
for learners to design, construct, critique and revise presentations engages them
in the learning process.
Technological tools and software offer new opportunities for creating
presentations. Technology enhances the value of learner constructed
presentations by allowing easy incorporation and linking of multiple
presentations, interactive testing and document revision. The learner is able to
use text, video animation, sound, drawings, graphs and diagrams creatively to
communicate concepts and ideas.
6.3.3.5 Observation of individual performance using checklists and rating
scales
A checklist is merely a list of learner behaviours associated with a particular task,
skill, value or attitude with a space for the assessor to confirm or tick off whether
or not the particular behaviour has taken place. It does not allow for indicating
how well behaviour or activities were carried out and is limited in its usefulness to
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evaluate complex thinking skills. Checklists are however useful in the first phase
of reflective thinking where components of practical performance can be
specified in detail, for example making eye contact, open body posture, leaning
forward. This useful profile of performance can be discussed with the learners
and if any component of the performance is absent, the learner can be directed in
terms of additional practice under guidance (Chabeli, 2001b:11).
Rating scales on the other hand, provide an indication of the degree of
competence measuring how well the learner performs when carrying out a task.
According to Mellish, et al. (1998:248) rating scales gives a very accurate picture
of learner’s competence and other characteristics, provided they are frequently
subjected to proficiency testing and are assessed by more than one person
during different assessments. Once again, learners need to be aware of the
criteria against which they are being assessed and the results should be
discussed after completion of the assessment. Checklists and rating scales are
especially useful for assessing coaching practice.
6.3.3.6 Peer assessment
Peer assessment can be described as learners giving their own opinion of the
group’s performance compared to the outcomes they should have reached (van
der Horst, et al. 1997:208). The advantage of peer assessment is that learners
are involved in the assessment process and are not intimidated by it. They are
more likely to learn from the process and in the right circumstances can enhance
self-assessment skills considerably.
Guidelines for peer assessment:
§ A supportive and mature group is needed for peer assessment to be
effective.
§ The assessment must be thoughtfully and thoroughly planned.
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§ Plan a small group peer assessment first in order to grow the learner’s
confidence.
§ Learners and peer assessors should be given clear guidelines as to what
is to be assessed and how.
§ The presenter needs to be given enough time to present, demonstrate or
simulate. They should be given time to reflect on their performance.
§ Feedback can either be devastating or it can build. Enforce feedback
principle (discussed later in the chapter).
6.3.3.7 Critical incident
A critical incident technique is an example of observable human behaviour in an
agreed on situation that clearly demonstrates either positive or negative features
contributing to the effective or ineffective completion of an activity. Critically
implies that the behaviour has significant influence on the outcomes of the
activity. This strategy is especially valuable in formative assessment since it
includes a record of observations made regarding performance in the practice
and it allows for the analysis of behaviour in terms of its influence on the
outcomes of the activity (Reilly & Oerman, 1985:308). Critical incident techniques
are well suited to observe not only skills and mastery of an outcome but also the
values and attitudes with which they are practiced.
Criteria for the use of critical incidents to assess performance (Chabeli,
2001b:16):
§ Positive attitudes, enthusiasm, interest and commitment must exist among
those who are expected to act as assessors.
§ Core behaviours/skills/attitudes/values for mastery must have been
identified and grouped under general headings.
§ Consensus on categories into which incidents fit must be reached.
§ The actual behaviour must be reported rather than just general traits.
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§ The behaviour must actually be observed by the assessor or observer.
§ The behaviour must be analysed in terms of positive or negative
influences on the outcome of the activity.
§ All relevant factors in the situation must be given.
§ The observer must make a definite judgement of the criticalness of the
behaviour.
§ The observer must make clear why the behaviour is considered to be
critical.
§ The critical incident must be discussed with the learner to provide him/her
with information relative to his/her strengths and weaknesses in practice.
6.3.3.8 Portfolio assessment
A portfolio is a file or folder that contains samples of the learners work such as
themes, papers, tests, descriptions of the learner’s accomplishments and any
other significant material gathered by the learner. Portfolios thus provide
evidence of a learner’s knowledge, skills, attitudes and academic development.
Learners are responsible for deciding what to include in the portfolio. This forces
them to examine their work from a new perspective. The emphasis should not
only be on including best work, but a variety of representative work samples
which demonstrates progress. Learners could also use peers to assist in
selecting work for inclusion as well as assessing portfolios.
 Criteria for assessing the portfolio:
§ One or more meaningful purpose(s) set by the learner for use in the
portfolio (e.g. documented academic/professional growth, setting
personal/academic goals, published articles, real-time coaching).
§ The degree to which the portfolio contents are quality products and are
congruent to the learner’s stated purpose(s) for the portfolio.
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§ Evidence in the portfolio of the learner having demonstrated achievement
of learning outcomes, programme or unit goals.
§ Effectiveness of the learner’s portfolio presentation to the educator that
should include the degree to which:
o The learner provides a rationale for the items included (based on
the stated purpose of the portfolio)
o The learner communicates effectively and clearly.
Table 6.4 Example of a general scoring rubric for portfolio assessment
(van der Horst, et al. 1997:197)
Poor The learner did not do the task and/or did not complete the
assignment. The learner shows no comprehension of the activity.
Inadequate The product of the assessment does not satisfy a significant
number of criteria does not accomplish what was asked, contains
errors or it is of poor quality.
Fair The product or assessment meets some criteria and does not
contain gross errors or crucial omissions.
Good The product of assessment meets the criteria completely or
substantially.
Outstanding All criteria are met, and the product or assessment exceeds the
assigned task and contains additional, unexpected or outstanding
features.
6.3.3.9 Reflective tutorial
The purpose of reflective tutorials seems to convert a work experience with some
learning into a learning experience about work. It is to some extent meta-
reflection, reflecting upon reflection along side others. Reflective tutorials have
significant application value within the team coaching programme as it is the very
fact that discourse amongst participants leads to new awareness and learning.
Although a large degree of work is done on an individual basis, it is the
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participation in the tutorials that encourages learners to jointly reflect and come to
greater insights.
Guidelines for using reflective tutorials (Glen; Clark & Nicol, 1995:67):
§ Areas to be assessed are identified by the coaching educator and
learners.
§ Expected learning outcomes are mutually determined.
§ Individual readings and performances are allocated and guidelines are
offered for the study of material or area of practice identified.
§ The learning method and practice are left to the learner’s creative
imagination.
§ Small groups are established and these come together regularly to
discuss individual readings and draw conclusions. The coach educator
asks probing questions to determine the mastery of the material or
performance tasks.
§ Learners are free to consult widely. The coach educator guides them
further, suggests further reading or practice exposure, and could provide
educational counselling if necessary.
§ Challenging areas can be discussed and points clarified.
6.3.3.10 Research paper presentation and critiquing
Research paper presentation follows the same format as presentations.
Critiquing is necessary as any research results have their weaknesses but the
value and usefulness of a study should be judged taking into account both
strengths and flaws (Chabeli, 2001a:22). The critique should reflect a balanced,
objective and thoughtful consideration of each component of the research report.
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Table 6.5 Standards for research reports
Evaluation of each component of the report
Title
§ Precise and descriptive research problem/focus
Abstract
§ A true reflection of the content of the research report
Includes:
o Research problem
o Research objectives
o Research design and methods
o Major findings and conclusions
Introduction
§ Introduces the research problem clearly
§ Narrows down the research focus
§ Is supported theoretically
§ Refers to previous research
§ Motivates the significance of the study
§ Key concepts are clearly defined
Problem statement
§ Specific and clear
§ Logical and coherent to the introduction
§ Integrated within theoretical frameworks
Research purpose and objectives
§ Logical and coherent to the research problem
§ Clear concise and focused
§ Contains the variables/concepts, target population and context
§ Hypothesis are measurable
Conceptualisation
§ Logical coherent to the research problem
§ Critical and unbiased
§ Appropriate to level of study
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§ Current, credible sources
§ Depth and scope is saturated
§ Logically organised and integrated within the research
Research design
§ Clearly described
§ Appropriate to the problem/objective
§ Grounded and justified
§ Pilot study was conducted
Data collection/instrument
§ Methods are clearly described
§ Appropriate for research design
§ Appropriate for target population
§ Supported by methodological sources
§ Appropriate for research purpose/objectives
Population and sampling
§ Population is described according to size and characteristics
§ Sampling method is described
§ Sampling size is described
§ Sampling method is appropriate to research design
§ Sampling method is appropriate for the methods of data analysis and data
collection
Validity and reliability
§ Clearly described
§ Appropriate
§ According to acceptable procedures
§ Described for data collection/instruments
Data analysis
§ Clearly described
§ Appropriate for design
§ Appropriate for data collection methods
§ Appropriate for population and sampling
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§ Acceptable procedures
Findings, conclusions and recommendations
§ Clearly described
§ Logically coherent to purpose and objectives
§ Line of reasoning is evident
§ Conclusions and recommendations are supported by finding
§ Integrated within theoretical frameworks
§ Limitations of the research are described
Technical aspects
§ Acceptable referencing technique
§ Complete Bibliography included
§ Grammar
§ Logical layout
§ Correct numbering and format
§ Gender sensitive
§ Tables/figures/diagrams are clear
§ Tables/figures/diagrams supplement and economise the text
§ Ethical considerations
o Informed consent
o Beneficence
o Privacy and confidentiality
Evaluation of logical coherence
§ Research problem, proof and conclusions of the research (macro-
argument) are related
§ Components of the macro-argument are relevant to each other
§ Components of the macro-argument support each other
§ Micro-arguments support macro-argument
§ Micro-arguments are supported by statements
o Are true and
o Relevant to conclusion
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6.3.3.11 Comprehensive performance task assessment
Performance tasks are called authentic assessments because they are
significant activities in themselves and entail tasks that are directly linked to real-
world problems (van der Horst, et al. 1997:198). They involve tasks that focus on
learner’s use of knowledge, skills and attitudes in a range of realistic situations
and contexts.
Performance tasks include demonstrations, exhibits, simulations, debates,
projects and problems.
Chabeli (2001b:24) has the following suggestions for assessing performance
tasks:
§ Proper planning and designing of the tasks with unlimited boundaries is
important regarding methods, resources, timing, etc.
§ Clear formulation of the learning outcomes and explanations of purpose.
§ Clear determination of the assessment criteria is important.
§ Provide learners with guidelines regarding what is expected of them and
the role of the assessor.
§ The task must reflect real life situations. Problems must be challenging.
§ The task must allow for learners’ differences in style and creativity.
Freedom of choice, open-mindedness, respect and a trusting relationship
that is supportive will improve learners’ performance.
§ Integrated assessment that involves all domains, cognitive, affective and
skills should be encouraged.
§ The assessment instrument should contain a list of criteria and the rating
scale should have a broad rating scale of no less that five that gives
different degrees of competence ranging from poor to excellent.
§ Feedback must be instant, specific and constructive, given in a relaxed
post-conference session.
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Performance assessment requires careful judgement and clear communication to
learners about that which is good and that which needs improvement. Checklists
and rubrics or rating scales can be useful in assessing performance tasks.
Developing a rubric for the performance task:
§ Make a list of the important parts of the performance task, such as
content, process, presentation, source variety, number of cues needed to
complete the task.
§ Develop a scale for each section showing expected learning outcomes
(individual and integrated).
§ Weight the rubric sections.
6.3.4 Giving and receiving feedback
Feedback is constructive observations and suggestions on work done, skills
acquired, emerging capabilities, and ideas for directing further learning. An
educational process without feedback would be incomplete. Any form of
assessment must be followed by feedback. Feedback is an integral part of all
teaching not just assessment.
Feedback can be provided by peers and others not just the coach educator. It is
not just about weaknesses. Students will respond if they are encouraged.
Allowance should be made for mistakes. Positive feedback on the competence
they have demonstrated helps establish a culture where students seek feedback
and take greater active ownership of their learning.
6.3.4.1 Giving feedback
“Catch them doing something right and reinforce it!”
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Using the evaluation model set forth in the UNC School of Medicine, EPIC
(Expert Preceptor Interactive Curriculum) the basic principles of feedback may be
divided into three areas; setting the stage, timing, and the actual content:
Setting the Stage:
•  Establish a relationship with the learner that emphasises working together
with common goals.
•  Create an environment of trust, where learners welcome constructive
feedback.
•  Ensure that goals and/or objectives are clearly understood by both the
coach educator and learner.
•  For feedback that may be construed as negative, find a quiet, private,
comfortable place; avoid making learner feel embarrassed or self-conscious.
Timing:
•  Learning takes place more rapidly with knowledge of results.
•  Feedback should be as immediate and specific as possible.
•  Make feedback a regular occurrence and request the learner to give
feedback on his own performance: “How do you think you did?” “What went
well and what did not?” “What could you have done differently?”
•  When possible, base feedback on direct observation and facts.
•  Use the feedback sandwich; where appropriate start with the positive then
areas that need improvement, and end with the positive.
•  Use descriptive, non-derogatory language that focuses on decisions and
behaviours rather than individual abilities and traits.
•  Suggest correct performance rather than emphasising what was done
wrong.
•  Focus on specifics, not generalisations.
•  Limit the quantity of feedback given at any one time; correct one error at a
time.
•  Ensure that the learner has understood the feedback.
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•  Give students the opportunity to improve.
•  Most feedback needs follow-up.
•  One way to learn how to give feedback is to practice giving feedback.
6.3.4.2 Receiving feedback
Feedback practices do not only involve giving feedback but also receiving
feedback. Receiving feedback assists the coach educator to evaluate the
programme, methods and self. The following guidelines can assists in receiving
feedback (Hargrove, 2003:267):
§ Sit with an open posture – legs and arms uncrossed.
§ Specify the behaviour about which you want feedback. The more specific
you can be about the feedback you want, the more likely you are to be
able to act upon it. For example, if you want to know how learners reacted
to an assignment, ask, "What did the learners in the small group you
observed do, after I finished answering their questions?" instead of "How
did it go?"
§ Listen carefully and with the intent to learn something new. Don't interrupt
or demoralise the person giving feedback. Don't defend yourself ("It wasn't
my fault...") and don't justify ("I only did that because...").
§ Clarify your understanding of the feedback. You need to get clear
feedback in order for it to be helpful. Ask for explicit examples, e.g. "Can
you describe what I do or say that makes me appear disinterested?"
§ Summarise your understanding of the feedback. Paraphrase the point in
your own words to be sure you have heard and understood what was said.
§ Take a minute to acknowledge that you received and understood the
feedback. Take time to sort out what you heard. You may need time to
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think about what was said and how you feel about it or to check with
others before responding to the feedback. This is a common reaction but
should not be used as an excuse to avoid the issue.
§ Check out possible alternative responses with the person who gave you
feedback. A good way to pre-test a different approach to a situation that
has caused problems for you in the past is to ask the person who gave
you feedback a specific alternative he/she thinks will be more effective.
That provides a first screen, and makes the feedback-giver feel heard.
6.4 CONCLUSION
This chapter described the guidelines for implementing the psycho-educational
programme for team coaches to facilitate the mental health of managers.
Guidelines were discussed in terms of the psychological aspects of the
programme in relation to the physical, social/emotional, mental and spiritual
dimensions of the coach educator and made reference to life balance. The
guideline for the educational aspect of the programme described teaching
strategies and assessment methods to promote higher levels of thinking and
cognitive development and conclude with aspects of giving and receiving
feedback.
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EVALUATION OF RESEARCH, CONCLUSION, LIMITATIONS AND
RECOMMENDATIONS
7.1  INTRODUCTION
This research concludes with chapter seven. This chapter contains the evaluation
of the research by the critical reference group, conclusion, limitations and
recommendations by the researcher.
7.2 EVALUATION OF RESEARCH
Key stakeholders responded to a request for the evaluation of the psycho-
educational programme for team coaches to facilitate the mental health of
managers as follows:
“Your research was thoroughly researched and has great practicality. It covered
everything I could think of and then some. ”
“The programme was valuable in terms of the following:
§ Holistic focus: Views the coach educator, learner coach and manager as
holistic beings in interaction with the internal and external environments.
§ Embraces diversity and developed within the unique Southern African
context (indicates contextual intelligence).
§ Mental health focus of all stakeholders.
§ The programme provides a lens through which to view educational
aspects of team coaching, the procedure for the programme provides a
map in terms of implementation.
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§ The programme promotes collaboration on different levels.
§ The programme is arranged within the Higher Education and training band
of NQF and prior learning is recognised.
§ The programme is importantly linked to the significance and practical
value and addresses a relevant need in the coaching field. The
programme has educational potential.
§ The programme has empirical applicability and adds to the existing
knowledge in the field of mental health nursing and coaching.
§ The programme has beneficial consequences.”
A final comment by a coach:
“While I was reading, I could not help laugh out loud because as I was profiling
myself as a coach and self-evaluating. I came to the glaring conclusion that I
need coaching in many of the areas you outlined and for this I am grateful. I
experienced your research like an effervescent tablet thrown into the half-full/
half-empty water of my coaching glass.”
7.3     CONCLUSION OF THE RESEARCH
This research was prompted by my witnessing managerial derailment and
subsequint unease of the current business and team coaching offerings in
Southern Africa. The aim of this research was to describe a psycho-educational
programme for team coaches to facilitate the mental health of managers. Key
stakeholders in the coaching and business industry contributed their views as to
what competencies a team coach should display as well as what a programme
for team coaches should consist of. This formed the basis for the conceptual
framework and culminated in the programme design and guidelines for the
implementation of the programme. The programme was evaluated by the
relevant stakeholders and limitations as well as recommendations were
described.
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I believe that the aim of the research was accomplished. The programme
addresses most, if not all of the problems stated in chapter one of the research.
Entry requirements are explicit. The programme offers grounding in
developmental psychology, theoretical people and team skills, business acumen
and offers depth in terms of the core competencies of a business team coach.
Finally the programme addresses the unique concerns within the Southern
African context.
7.4      LIMITATIONS OF THE RESEARCH
The business modules in the programme are according to registered NQF unit
standards. There are currently no registered unit standards or programmes for
coaching. It is incumbent on us as coaches to ensure that the profession is not
absorbed by other professions and as such the establishment of a coaching
Standards-Generating Body (SGB) is paramount. The functions would be to
generate unit standards and qualifications in accordance with the SAQA
requirements in identified sub-fields and levels; to update and review standards
and recommend unit standards and qualifications to National Standard Bodies
(NSB).
Stakeholders (plenary and expert groups) in the field need to be identified and
would be responsible by means of delegation from SAQA for establishing
standards via education and training outcomes. This process would probably
take a number of years to complete and only then would it be possible to accredit
coaching programmes with SAQA.
7.5      RECOMMENDATIONS
It is recommended that the psycho-educational programme for team coaches to
facilitate the mental health of managers be implemented and thereafter
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continuously evaluated and refined in terms of content and processes.
Stakeholders need to be constantly involved in the refinement of the programme
to ensure that the content remains up-to-date and that the programme offers
what the industry needs.
7.5.1 Coaching practice
I believe that business and team coaching will continue to thrive and gain
increased status as a profession. Yet, we cannot risk complacency. It is every
business and team coach’s responsibility to practice ethically, benchmark best
practices, engage in reflective dialogue and improve our competencies.
7.5.2 Coaching education
In order for the coaching profession to flourish it is essential that we have to be
models of lifelong learning by updating and enhancing our coaching knowledge,
skills and abilities. It is essential that couch educators interact with various
disciplines both locally and internationally in order to remain abreast of the latest
models, research and practices. Coach educators need to be aware of what they
know and don’t know as well as their blind spots. It is essential that both coaches
and coach educators be supervised by a clinician who has experience and
expertise in the practice of coaching and the tools and techniques associated
with coaching.
7.5.3 Coaching research
As business and team coaching is still in its infancy in Southern Africa there is
enormous potential for contextual research. Scientific research into the long term
benefits and effect of team coaching needs to be investigated. Research is
needed to identify approaches and styles of coaching that most comfortably
accommodates diversity when taking into account the country’s diversity in terms
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of age, race, gender and skills.  The durability of behavioural changes associated
with coaching needs to be investigated as well as studies on the return on
investment of coaching in Southern Africa. Research is also needed to ascertain
the effectiveness of the Appreciative Inquiry and reflective approaches as change
models in team coaching.
There is currently no official research journal in Southern Africa that publishes
coaching related articles. I recommend therefore that a coaching research journal
be established for the publication of coaching related research.
7.6     UNIQUE CONTRIBUTION OF THIS RESEARCH
This research addressed the empirical void that existed in terms of described
competencies of a business team coach and accredited programmes to produce
competent business team coaches in Southern Africa. Furthermore the mental
health focus of not only the manager, but also the learner team coach and coach
educator, is a unique aspect of this programme. The programme has a unique
holistic approach to business team coaching.
7.7     CONCLUSION
Chapter seven brought to a close this research and included the evaluation of the
research by the critical reference group, conclusion of the research, limitations  of
the research and recommendations by the researcher for coaching practice,
coaching education and coaching research.
No man ever steps in the same river twice, for it's not the same river
and he's not the same man.
~Heraclitus of Ephesus
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APPENDIX 1: FOCUS GROUP INTERVIEW
Time: 65 minutes
Participant
Researcher Welcome to this focus group. The questioned posed to you is as
follows: What should a programme consist of for team coaches?
1 I think the first thing we need to take cognisance of is that any kind
of training programme for coaches should be accredited. It should
be on a certain NQF levels, it should be aligned with the National
Qualifications Framework and should be accredited – at least level
5. I think there are different levels and different kinds of training
programmes and entrance levels.
I think there should be different training programmes with different
entry levels… What are the requirements for a potential coach to
enter a specific level of training because I can tell you now anybody
out there anybody is allowed to do any kind of training and I
absolutely don’t agree with that – that’s why we get fly-by-night
coaches and coaches that don’t know bloody well how to coach
and I am adamant about that.
2 We talked about selection criteria. There should be a selection
process
1 Definitely
2 Based on the competencies that you want a coach to have at the
end
1 I am sure no one… but with that I think a coach has a certain profile.
We need to profile coaches, never mind competencies, we link the
profile to the competencies, because if you tell me anyone can be a
coach –No Way! (Emphasis – increase in voice tonality)
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There is a certain profile. A coach needs to be a thinker on his/her
feet, you need to follow strategy, you need to change direction at a
moment – at a flick of a torch, they can’t be a high D person, no
way. So if you look at the predictive index, we did a profile of a
coach, I think we need to profile these coaches. Together with
competencies and intellectual whatever…
1 … Then were talking content as well… I say there are different levels
and I say we have to start at a very basic level. On that basic level
we have to look at basic communication skills. I am telling you now.
Coaches are entering into coaching en hulle weet niks van
kommunikasie af nie, so basic communication
3 Shouldn’t we start with basic self-awareness?
1 Ja, basic self-awareness, ja...
3 And self?
1 Dit is op jou heel eerste level
1 It is like that first year course at RAU, that one on communication
that X and myself wrote, everything that is in there, self awareness,
self-disclosure uhm communication, personal philosophy, who am
I, values, beliefs,
2 reflective practices –
dit is op die volgende level – reflective practice – dis nog te moeilik
vir hierdie level – dis die basic, basic, I’ll put reflective practice on
the next level
3 Understanding human behaviour and interpersonal behaviour
1 Ja… (Silence)
4 Assertiveness skills, decision making skills
1 Yes!
4 Time management,
5 contract skills, life skills
I think if you don’t have that you can’t even move onto ‘what is
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coaching?’ That is the basic, basic that you need before you can
move onto the next level
Researcher So are you saying that these skills that we have over here, that
these skills need to be in place before they enter into a programme
for team coaching?
1 Yes, yes
3 I think what we are looking for is someone that is integrated within
himself as a person, you are not going to become a coach if you
are uhm…  ‘geontravel’
1 Ja, not in touch with yourself. That’s why… you can even go back to
some of the therapeutic principles uhm transference and counter
transference, because if those kind of people are not sorted out,
they will do exactly the same in coaching… die coachee gaan vir jou
kom vertel hoe beautiful jy is en jy gaan moerse transference en
counter transference en al daai goed he
3 At the moment jou are looking at all the people who are attending
the coaching courses and it’s people that are really burnt out, it’s
there last resort hoping to become a coach in the business world
and hoping to make lots of money – they themselves actually need
therapy
1 Ja, then we have a uitgebrande engineer, ‘n uitgebrande dominee
en ‘n uitgebrande everything else and the engineer will enter at a
more advance level and nothing (emphasis) of that will be in place
– how the hell can they coach? I don’t know!
3 They come there they are depressed, they don’t have any money,
they hardly have a car to drive in and then they are going to tell you
about business and you think “ok, what are you going to tell me?”
That’s why selection is so important.
Researcher It sounds like an issue of credibility?
1 Ja, that’s why it should be accredited, it should go through all of
that. That content for level one… can you maybe just put level two,
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three, or maybe put there basic level, advanced level and a
masters level, kom ons kyk weer…
Researcher So where do you see team coaching, at which level?
1 I would say at an advanced level. At a basic level you could look at
the basic outline of the process of coaching – why am I looking at
myself and beliefs and how does this fit in with coaching
3 Also a basic outline of how a business works
1 Ja, basic business principles
4 Management skills
1 Ja, we must differentiate it from a psychology course or a ordinary
interpersonal skills course
2 They must be able to manage themselves and know about
managing others…
1 And where are we going to say that each one of these will be a
prerequisite for the next one. You can’t go and enter on masters
level coaching if you haven’t done each of those – that or RPLed
that. There needs to be a proper RPL interview to assess that you
are competent at that basic level
Researcher So entry into the advance level will then either be through RPL or
having done the basic level?
Yes, of course you will do proper assessments to determine that
Researcher So lets then look at the advance level where team coaching will
then be
1 Very important it team processes and team dynamics… people
think they can do coaching and they know nothing about process
and dynamics, so roles. Ext
5 Don’t you think at the basic level you could start at just doing
groups just to understand what groups are before you look at
teams?
1 I will put it at the advance level, you can put everything about
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groups and teams on the advance level because if you look at the
basic level all of that is quite important
5 I understand so but for someone who has never worked with
groups, to have an understanding about
1 I think everything to do with groups and teams should be on an
advance level with the first one in place. Ek weet nie dis wat ek
dink
Researcher Are you saying that on the basic level you are going to work with
individuals and on the advanced level with teams?
3 Also on the advance level with systems of an organisation
1 Yes, you see now we are moving from the very basics to the more
complex, so now you look at complex systems and systems theory.
I’ll put in a bit on systems theory, because when you work with
groups you have to look at systems theory and how do systems
operate because a business is also like a system and if we go
further the theory of complexity. All of these things should become
more evident in an advance level. The theory of complexity in
relation to teams and team functioning…
4 And looking at international business and world class practices
1 Ja. Ja
4 What are the characteristics of world class practices and that is
also in terms of systems from beginning to end, … business
processes, recruitment, human capital a whole lot of stuff
1 Silence. Ok that is content on an advance level I would like to know
how (emphasis) to coach this, the how of coaching. Ok this content
we are going to do this that and the other, how are we going to go
into a company and coach a team
4 I think at a masters level it becomes critical
1 Are we talking advanced or master?
1 In an advance level you can go in and coach a business so the how
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must become evident at the advance level. I think at a master’s
level you should coach strategic intent. Strategy, where are we
going, vision, mission, business plan. I think on masters level
finances, coaching where are you taking this team to perform,
produce. Maar ek dink daar (advance)  – still very much team
dynamics and world class but still the how of process and the how
of coaching.
2 So we will basically, you mentioned the tools, this is the how
1 Ja and I mean would we do 360’s on teams. I want the how. If you
do a gaps analysis, how do you coach the team’s gaps? Very easy
to assess an individual, this is the 360 feedback; these are the
competencies and the gaps. What will team gaps look like? Is it
synergistic, is it the synergy in the team, you should be able to look
at those gaps as well and competencies and team coach. A
different challenge then because your focus will be on the team all
the time.
2 And they should practice (emphasis) it. It is no good you have all
the theory but you can’t practice it
1 Yes on this level you really have to go into a business and coach
business teams, on management level, not on exco level. Advance
level you will coach on management level and master’s level on
exco level and directors.
2 Also supervision then… (silence)
Researcher Can you tell us more about what you mean with supervision?
2 Basically when they go out and practice there should be some uhm
supervision activity included in the programme.
3 Maybe a reflective journal of their own coaching
2 But also something in terms of… what I really like about the course
that we did with X that we had one-on-one supervision
conversations with the people. I mean you have a conversation or
maybe have a supervisor come and witness a process – I think it
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will be very beneficial
1 Nogsteeds moeilik because as soon as you get someone in to
witness things change, the dynamics change and logging reports is
a must. You have to log and that should be handed in as part of
supervision.
5 That’s something we have been looking into but have never really
implemented – video taping the sessions – that would be great
learning for everyone
1 That’s in fact what we were talking about – a one-way mirror – like
we did in family therapy and taping sessions
5 Yes a panel of coaches and what have you tried this, that way you
can also get collective learning
1 We can do that very easily – I suggest we really look into that
because you set up a tri-pod there and tell the people that we are
videotaping it, get their consent. After a few minutes you actually
forget about it. You get very close to reality, where as when
someone comes in and sit and watches things done… Video taping
and feedback and using it for training is of tremendous value. I am
just thinking of our memorandum of agreement with someone who
is specially videotaping for us for training purposes. We can sell it
or use it with consent from people. I think that will be very valuable.
4 On a masters level, that’s what we are experiencing now… you
want to sell yourself as an accredited coach, you go to a client… ..a
client wants a proper understanding what your product is about,
people want to know exactly what it is about. At the moment
coaching is like a wishy-washy thing. You do coaching; you can’t
really pinpoint to people exactly what it entails, so you need a
proper product card, with the cost in terms of the card and a proper
model on how you are going to do that…
1 People coach and they use certain models or certain frameworks,
like neurolinguistics or post modernism or what ever else, you can
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choose. That would be very strong in an advance level before we
look at business models. At the advance level if you are say a
neurolinguistic coach, what would the theory behind that entail,
post modernism
4 Also your philosophy
1 Ja, your philosophy and theory will be very strong… when we did
that other one it was very sociology based. So certain theories
come into it. I would like to bring in the post modern kind of thinking
4 Ja, it guides your approach
1 Yes, thinking of the reflective letters and the Michael White kind of
thinking, which can be taken over to coaching
4 Other than the business model is your own business acumen and
your own business model that you are going to use
5 Is ons nou op masters level?
Researcher So looking at team coaching specifically, how do you think team
coaching is going to focus on, on master’s level?
1 I think on masters level coaching the team coach coaches exco
teams and board of director teams, that’s the distinguishing factor
4 They must do a dissertation
1 Of course they must do a dissertation, you must do research and
then you must remember what comes into account is the Kings 2
report, uhm corporate governance uhm if you as a coach don’t
know corporate governance off by heart how are you going to
coach exco teams. So theory comes attached to that. If you don’t
know how to write a business plan, how are you going to coach
people to do that? You can’t walk into a company and say let’s
strategise, what is you strategy, what does your strategy say, what
does your vision say, what GP’s are you working on. So financial
acumen, business planning acumen. Strategic implementation that
will be the level you coach on. Don’t go and tell an exco team that
they need to plan their time better or that they are having stress.
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They will chuck you out of the business
4 They may have all these strategies in place, for you walk in there
and have the acumen to evaluate and see where are the gaps in
terms of that and to understand
1 And I think to become, your main criteria for selection on masters
level, you must be in business yourself. There’s no ways you can
coach exco teams and you don’t know the how about business.
Uhm I don’t think a dominee can be a master’s coach, or a
sociologist or a social worker. How do they know about business?
The have to have between 5-6 years experience in business.
1 Silence. Even on board level or exco level, maar dit gaan nie so
maklik wees nie, om al die executive coaches self op board level te
he nie. They should be in business and understand what business
is all about.
4 Again also a dissertation, how are we going to develop they field if
we don’t do research.
1 And publication. I think X also does it. You have to have
publications
4 We can develop our own publication – team coaching…
1 Ja, so we need to publish, to go and speak on conferences and
things like that. On master’s level that should be kind of, before you
hand in your final whatever else, you have to have to have written 2
or 3 articles, a mini dissertation, spoken at a national or
international conference. That would distinguish you from any other
level of coaching
4 Is team coaching providing a competitive edge to business – that
the journal name
1 Yes, we’ll have our own accredited journal. Ons begin sommer nou
al. (Laughing)
Researcher Some of the members have been quiet?
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1 Ja, I think we are talking to much
Researcher Silence. Maybe some of the members who are fairly new team
coaches. What would your needs be for a programme?
1 One thing we must not forget is that every single book that we are
using is written in a different context, first world context, Jack
Welsch en al die ander outjies and we have to say what is the
focus within South African context. Yes we can look at global
thinking and world class thinking but no use if we can’t
contextualise our thinking within a South African market. Because
we work within the reality of the South African context.
4 A multi cultural context
1 By reading these first world books we could already see the
differences and of course it is valuable but it must be for us in
our… and that’s why coaching can be so hugely successful as a
fast tracking initiative. It will be 10 to 20 years before the skills are
there or come back
4 If we look at what is happening in South African, there is a lot of
uhm people in the multi cultural aspect that are starting their own
business, starting SME’s and it is for us to understand what the
SME is about, how they get established and how to maybe coach
them as well. There is a great need in terms of that as well. So it is
not just all about big corporate it is also coaching SME’s.
1 A niche market
1 Waar kom al die oor: Capacity and understanding the business you
work with. We can’t coach in any company if there is not capacity
and there’s no buy in and you need to go in and see the people you
coach. What is the company’s culture, vision, business plan,
strategies, the collective outcome, the performance agreement of
the team you coach? If you don’t coach that you cannot understand
the team. Be on the same page as the company or the CEO, that
will all be on that level already
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3 So the alignment of the coaching process
4 We also can’t get past the South African Labour Law
3 Understanding the political context of South Africa. We will have to
look at performance management. If you don’t understand it how
can you coach? Because now a coachee comes to you or the CEO
says “I want an outcome for this team even though (??)… ” what is
the legal aspect to that within the context of the South African
Labour Law? Ons kan nie verby dit kom nie.
Two members are leaving
7 Linking to supervision – coaching the coach, coaching their
confidence and that would incorporate their self-image.
3 Ja, the image thing
7 So, who ever we decide on for branding, ext. Silence
Researcher Anything anyone still has on their map?
8 I have tree maps, also linking with supervision, on an advance
level, that a coach should have a support system. I think that is
very important, I think if you have no support as a coach then you
have nothing or I believe that as much as you have are a therapist
you should have therapy, you are only able to take in a much as
you can
7 Ja, to highlight your own blind spots, because you can be self-
aware to a point
8 I wonder where we should put in the emotional and creative
intelligence, the heart of performance
8 Silence. It isn’t just the IQ, the qualification that you have
3 It links to self management, if you cannot manage yourself you
cannot manage others, guide others
8 A lot of coaching is teaching based… ..? quality focus, elements
8 Something about leadership training
Researcher As a basic skill? Would you like to put it in?
Cl
ick
 to
 bu
y N
OW
!
PD
F-XCHANGE
w
ww.docu-track
.co
m C
lic
k t
o b
uy
 N
OW
!
PD
F-XCHANGE
w
ww.docu-track
.co
m
8 Ja
8 And negotiation skills
Researcher Can you talk us through that, the importance
8 Uhm … I believe that, in every process you negotiate, you uhm you
… a basic understanding of negotiation skills, you can also connect
it to Labour Law, just basic leadership skills also. What kind of
leadership do you have… ?
7 Jeanette, I don’t know where it would fit in but just something about
resources. Uhm maybe also just. I don’t know at which level you
would start with it, but basically as a coach what are the resources
uhm kind of coaching them as to how they can stay on the cutting
edge. We are inundated with information, what they look for…  there
must be elements of learning styles or … even if it is only for their
competitive edge and also to facilitate it with the different teams
and team members. How do you know that this isn’t just becoming
just a knowledge session. How do you track and measure… that it
is actually impacting and changing…
6 Flexibility, here in South Africa you need flexibility
7 Silence. To try new things
Researcher Are these more personal qualities of a coach?
???????
7 But that in itself, it must not just be a double check for the coach,
can they coach it? It is half credibility check and half competency.
They must have some capacity for it.
Long Silence.
Researcher Anything anybody would like to elaborate on?
3 On masters level. Ek voel ek gaan myself persoonlik in die voet
skiet met dit, om te se ek moet eers vyf of ses jaar in besigheid
wees. Dit beteken nie een van ons kan master’s coach’s word nie,
ons gaan nie eers oorweeg word vir die kurses nie.
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7 As ek so daarna kyk, wil ek daar wees? Laughing
3 So ek dink ons moet kyk na dit,
7 The reality is this would be capacity building for that, another 5/6
years … ?
3 No, no that’s to late, I want to do it next year
7 There’s a big gap for that and uhm there is a big ceiling of silence
hey, the top gays don’t have anyone to talk with, and a sign of
weakness, so I think that also need to be in your thinking.
Especially if there is publications and dissertations that come from
there, then it’s literally whistle blowing – how exco and boards
think. So put diplomacy in there as well?
7 Diplomacy and business savvy, political savvy
3 I think that if you have the skills to coach you can coach anyone.
You must know the business, I agree with that, you must have the
business acumen, but the skills to coach… I think if you have that
skill you can coach anyone
5 Looking at the entry level of master’s as well. If you have coached
for a number of years and you have coached different types of
teams and learned different types of businesses
6 Recognition of prior learning
5 You will have a sense of what is a business about and then maybe
also have an interview or a test or whatever and see if you are
capable of coaching exco level or whatever else. Because you
can’t just say you haven’t been in business for 5/6 years so you
can’t coach exco teams
3 I like what you are saying that an entry level should be there but
there should be recognition of prior learning
7 Also, it depends on industry because a CEO of a certain industry
and a CEO of another industry may differ, again the SA context. So
it is all good and well to say a CEO but maybe a CEO should be
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coached on a intermediate level
8 I think the big differentiator on a master’s candidate would be, I
mean, the profile would be quite the same and there might be an
extra upskilling portion, but I think the big thing is the style. An exco
coach and a board coach, the style in which they coach, yes I
agree you could have been coaching many different people, but
your style will have to change once you start couching the big boys
Researcher How would you see the style as being different?
8 OK style, with exco people as 1 said, don’t bring them stuff that is
irrelevant, don’t start throwing time management and stress, they
wouldn’t have gotten where they are if they couldn’t manage their
time and stress. Punchy, very very specific, no fluff… So on an
advance level giving someone a book or an article, that acceptable,
don’t stick something under an exco’s nose. You have to distil the
information, summarise it into 3-5 points that are relevant to them,
they can decide or make changes straight away, and it would waste
their time.
Researcher You are saying it needs to be relevant, concise
8 ‘cause as a couch you will have to do things differently, to impress
someone that you are coaching on an advance level versus
coaching someone on a master’s level, it is not the same criteria
anymore, different rules, a different game… there might be a big
mind shift for the coach, if they are going from the advance, sort of
like the middle to top guys, and they maybe also need the flexibility
to decide look, I have tried it, I have given it a go, I could probably
wing it but is that really where I want to go?...because I hope if I am
ever ever in that situation that I would have the balls to say, you
know what, “I am not there yet” I need to do another 2/3 years or I
would rather have to coach myself through a plan and then I am
going to break that
4 I think that is where the support system comes in, coaching the
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coach
Researcher So someone else that would tell you, if you are not making the cut
8 Or your clients (emphasis) will eventually
5 You wouldn’t want that
8 There you go
6  the company saying you have no idea what you are doing
3 But I think even at advance level you can start with publications,
maybe short articles
5 A introductory course, especially if you have never done it before
8 And even to prep them especially if they are thinking ‘next step’ for
me will be masters. What if they have never done dissertations –
getting the resources in place for that gap
3 In terms of that bridge between advanced and master’s – maybe
research methodology – if they haven’t been exposed to research
methodology…
3 Also on a basic level something like presentation skills… how to
present yourself
6 Facilitation skills, how to facilitate, understanding the dynamics
Long silence
Researcher Let’s then summarise: What we seem to have distinguished is
different levels of coaching, a basic level an advanced level and a
master’s level. The basic level with certain content that would be in
the course and certain competencies of that coach. Then on the
advanced level where we see tea coaching falling or part of it
falling, competencies and the content also issues such as
supervision, support systems, then there’s team coaching at
master’s level where there’s a different style of coaching and
maybe a more research applied aspect of it and experience
needed. Then we looked at certain ‘savvy’ that you would need.
Diplomatic, political, was there anything else that we said?
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5 Business savvy
Researcher We talked about resources, that coaching is mentoring and not
teaching and making that distinction, the EQ and the heart of
performance. Then very important we talked about the South
African context within the law, also flexibility, risk taking, taking
cognisance of the industry requirements. We said that the course
had to be on a certain NQF level certain entry requirements; we
discussed the RPL with entry levels, selection process. Maybe how
do you see the selection process taking place?
7 There should be selection criteria
Researcher Do you have anything in mind?
8 Well definitely the predictive index profile, uhm I am not sure, this is
just our experience from our courses – it is very difficult to say they
have to go through this before they can go to the next level. If it is
easy enough to just slip into the profile and check that they have all
the competencies and skills on the basic level. If there is a way that
you can just check that uhm
Researcher How are you checking it at this stage?
8 What we are doing we are taking business experience into
consideration. If someone wants to come on our advance course
and they maybe haven’t got a kind of a degree or whatever but the
have been working as an HR practitioner for years, I am sorry they
probably have more experience and are more qualified to enter
than somebody fresh out of varsity
Researcher So you are looking at experience?
8 Ja, an obviously they must have been in a management position,
have lead people or at least have worked with people on have
people underneath them uhm because there are inherent skills and
knowledge that they have picked up along the way…  so there are
ways of checking that those things are really in place instead of
making ?? So do you send them to therapy sessions to see if they
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have self awareness or the basic course covers?? Laughing. I am
talking a lot of $%^. Laughing
8 What if there’s someone who’s done a lot of individual coaching,
putting them through the basic course again, what is the value of
that? But definitely for the advance and masters the focus must be
team…  that is the big differentiator
Researcher So, if you are looking at the selection process for team coaches?
8 They must have worked with teams, to understand dynamics,
otherwise you can’t do team coaching…
3 Basically, the experience. Where do people learn… they learn in
courses? We learnt our skills in courses but then they must work
with teams. So then, they can’t become advance coaches and not
work with teams. So then they must somehow … make
arrangements and be creative and start working with teams.
Researcher So must they have access to do practical work with teams?
8 If they have never worked with teams before, YES
5 How about if you take the basic course and you divide them into
modules and according to your previous experience or qualification,
you can then cross out some of it, if you have done, say for
instance you have done a degree in psychology, then take away
the basic self awareness, because you would have learnt that
already, but you haven’t worked in business, so keep the business
skills, So seeing where there is a short coming and doing that part
Researcher RPL would cover that
3 It should be very basic then on that first level
8 How would that fit in though if the end picture is to empower team
coaches? So people who have done the basic course would they
then be proficient or qualified to then start working with team?
Researcher What I am hearing again is what is the distinguishing factor other
than just the levels that you are coaching at? Management, exco.
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What are the factors that distinguish you from an individual coach?
What are those competencies that would make it different, that we
would need to approach in this programme?
Loss of data
Researcher What makes teams different?
8 First of all you’ve got to be very flexible, very creative, sort of like
super sensitive, because if one team player is checking out you
have to be able to pick it up and strategise a way of engaging them
again, You’ve got to...It is like a dance, very different to individual
coaching. Here you’ve got these different dynamics, ego’s,
personalities and you’ve got to be very strong, if they lash out at
you you’ve got to take the knocks
3 You should understand team dynamics and process and how to
handle it. You must know how to manage them as well…
3 You should also know the phases that teams go through, like
storming, norming, all those theories, so that you can understand
team dynamics… to apply your skills to manage the process so that
you can still meet that outcome, because the important thing about
coaching is that you have measurable outcomes… so that you are
not sucked in by that dynamics and nothing happens
8 And that’s integrating all that within the company culture and
context. So it may be great coming in with this model, the team is
now in this phase, but how is this impacting on and affected by,
integrating it into the systems of… this is the company culture, this
is how you guys play the game, you are affected by this, uhm
3 Change and diversity. Also again political savvy because
sometimes you as a coach is a buffer between the company and
the team and you must have the skills to deal with that, you must
have integrity, you must be ethical (emphasis). I think very
important the ethical stuff, confidentiality, to build trust with the
team, to know how to play the game within the organisation…
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5 Also give feedback…
Silence. Another member indicates that she needs to leave.
Researcher If there isn’t anything else, we will then close this session. If you
think of anything else you are welcome to e-mail or write a note.
Thank you for your time and contribution.
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APPENDIX 2: ETHICAL CLEARANCE
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APPENDIX 3: REQUEST FOR CONSENT TO PARTICIPATE IN THE
RESEARCH
Dear Participant
INVITATION TO PARTICIPATE IN A RESEARCH PROJECT
I, Jeanette Maritz, am a D. Cur student (Psychiatric Nursing Science) at the
University of Johannesburg. The programme requires that I complete a research
study. I wish to conduct a research project entitled “A Psycho-educational
programme for team coaches to facilitate the mental health of
Managers”. My promoters are Prof. M. Poggenpoel and Prof. C.P.H Myburgh,
both of the University of Johannesburg.
The main objective of this research is to develop a programme for team coaches
to facilitate the mental health of managers. You are invited to participate in this
research.
In order to develop the programme I need to conduct focus groups, individual
interviews and/or obtain naïve sketches. The focus groups/interviews will run for
approximately 60 minutes and strict ethical guidelines will be adhered to. The
focus group/interview will be audio taped for the verification of findings and to
facilitate data analysis. The tapes/naïve sketches will be destroyed after
completion of the research. Your participation in this study is voluntary, and you
have the right to withdraw at any stage of the research should you wish to do so.
Your name will be omitted during all discussions related to this study. The
information related to the discussions will not be accessible to anyone else
except the promoters of the study. The research result will be made available to
you on request. The benefits are that you will have the opportunity to participate
in ground-breaking research that will enrich the coaching profession and
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ultimately facilitate the mental health of managers. Your expertise and time is
highly valued.
Should you agree, would you hereby give consent to your participation in the
research?
Yours truly,
___________________________ __________________________
Jeanette Maritz M. Cur PARTICIPANT
Student: D. Cur
Date:  _____________________
_____________________
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APPENDIX 4: LETTER FROM THE EDITOR
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